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ABSTRACT
THE RELATIONSHIP BETWEEN LEADERSHIP BEHAVIOR
OF ACADEMIC DEANS IN PUBLIC UNIVERSITIES AND
JOB SATISFACTION OF DEPARTMENT
by
Zhi Lin Xu
The primary purpose of this study was to investigate
the relationship between perceptions of academic deans and
department chairpersons regarding the leadership behavior of
deans; and, to determine the relationship between perceived
leadership behavior of deans and job satisfaction of
department chairpersons in the public institutions of higher
education.
The study involved a random sample of 50 academic deans
and 285 department chairpersons at public universities in
Tennessee. Testing of five null hypotheses was based upon
responses of 42 academic deans (84%) and 173 department
chairpersons (60%). The Leadership behavior of academic
deans was measured by the Leadership Practices Inventory
(Kouzes & Posner, 1987). The job satisfaction of department
chairpersons was determined through the Index of Job
Satisfaction. A combination of means difference tests and
correlational methods was used to answer questions
concerning the relationship between leadership behavior of
academic deans and job satisfaction of department
chairpersons.
Of the five null hypotheses tested, two were found to
be significant at the level of .05. The conclusions drawn
from the rejected hypotheses were; There was a significant
difference between deans and department chairpersons in the
perception of leadership behavior of deans. The overall
mean score of LPI-Self was significantly higher than that of
LPI-Other.
The deans perceived their leadership behavior,
as described in LPI. to be more effective than did
department chairpersons. In addition, there was a
significant relationship between the leadership behavior of
deans perceived by department chairpersons and their job
satisfaction. The more effective the department
chairpersons perceived the deans' leadership behavior to be,
the more they were satisfied with their jobs. Finally, the
total number of years in the department chairpersons'
position had a significant impact on how they perceived
deans' leadership behavior. Department chairpersons in the
position for a total of less than a year perceived deans'
leader behavior as more effective than those who had been in
the position for 7-9 years.
iii
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1
CHAPTER ONE
Introduction

Most adults spend more time at work and work-related
activities than in any other single activity, thus a
rewarding and satisfying job is important to most
individuals.

Developmental theorists such as Erikson (1978)

and Sheehv (1976) have stated that one of the major
developmental tasks of adulthood was the achievement of a
satisfactory career.

Kahn (1981) hypothesized that

satisfaction with one's job and satisfaction with life were
synonymous.
Modern philosophy of management is particularly
concerned with the achievement of organizational objectives
through employee's voluntary cooperation.

To this end,

management strives to create a work environment under which
employees can best achieve their personal goals by working
toward achievement of organizational objectives (McGregor,
1966).

In recognition of the need for favorable work

environments, management has been deeply concerned about
employees' job attitudes, satisfaction, and motivation.
Management has been interested in employee satisfaction not
only because of its intrinsic importance, but because it has
significant managerial consequences.

In fact, much of the

interest in job satisfaction has been the result of a
management-oriented desire to achieve greater efficiency on
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the job (Patchen, 1970).

The search for ways to accomplish

this goal has led management to be more concerned with
employee's satisfaction of personal goals.

It is now a

generally accepted premise that an employee who can achieve
personal goals in work tends to be more satisfied with the
job and contributes more to the organization.
According to Argyris (1964), a successful administrator
must understand individual and organizational factors which
influence overall employee job satisfaction.

Lawler (1973),

in support of Argyris, argued that, for most people,
satisfaction with supervision seemed to particularly
influence overall job satisfaction.

Likert (1967) believed

that managerial leadership, whether task-oriented or
relation-oriented, contributed directly or indirectly to
subordinate satisfaction and production efficiency.

More

coercive means of control resulted in more alienated
members, and autocracy created much hostility and aggression
(Etzioni, 1964).

On the other hand, supportive leadership

behavior was associated with a higher level of job
satisfaction (Marriner, 1982).
The effects of the leadership styles of school
administrators have long been recognized (Blocker &
Richardson, 1963).

The nature of leadership of

administrators correlates highly with teacher morale:

the

better the relationship the higher teacher morale tends to
be (Hoy & Miskel, 1987).

Fisher, Tack and Wheeler (1988)
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maintained that effective leaders are experts in dealing
with people.

They are caring, supportive and nurturing.

They must use motivational skills to gain the support of
faculty.

Kouzes and Posner (1987) uncovered five

fundamental practices that enabled leaders to get
extraordinary things done in an organization.

These

practices include (l) challenging the process; (2) inspiring
a shared vision; (3) enabling others to act; (4) modelling
the way, and (5) encouraging the heart.

Bradford and Cohen

(1984) proposed the Developer Model of leadership.

The

basis of this new model of leadership was the development of
shared responsibility and control which promoted continuous
development of individual growth and resulted in higher job
satisfaction and commitment to the organization.

According

to these authors, such a leadership model fosters individual
growth and results in higher job satisfaction and commitment
to the organization.

The Problem
Statement of the Problem
Colleges and universities are complex organizations.
Like any other organizations they have goals, hierarchical
structures and systems, and bureaucratic administration that
deal with routine business.

However, they also have some

critical distinguishing characteristics that affect the
decision-making processes.

Specifically, the way of
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managing academic enterprises is not identical to that of
managing profit-oriented organizations.

There is a large

body of existing knowledge pertaining to leadership and job
satisfaction of middle managers in business; however,
similar studies of leadership and job satisfaction in higher
education are lacking.
follows:

The problem of this study is as

Is there any relationship between leadership and

job satisfaction of middle administrators in higher
education?

Purpose of the Study
The purpose of this study was twofold:

(1) to

investigate the relationship between perceptions of academic
deans and department chairpersons regarding leadership
behavior of deans, and; (2) to determine the relationship
between perceived leadership behavior of deans and job
satisfaction of department chairpersons in the public higher
institutions.

Significance of the Study
Since department chairpersons in most colleges and
universities are key individuals in determining the
educational policies of the institution, chairpersons' job
satisfaction is increasingly important in the face of
changes taking place in institutions of higher learning.
Policy formation and general administrative decisions, if
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5
they are to be effective, must be applied, adapted, or
interpreted at the departmental level (Lee, 1972). According
to Myers (1964), people who are positively motivated toward
their work are likely to work more effectively than those
who are not satisfied.

In addition, understanding the

relationship between deans' leader behavior and the
satisfaction of department chairpersons may reduce the
chances of conflict between chairpersons and college deans.
Lee (1972) found: "One of the most important men in the life
of the department chairman was the dean and the skill in the
care and feeling of deans is an important factor in the
success as chairman" (p. 54).

Though chairpersons make most

of basic decisions in college, decisions are seldom made
without approval and help from deans (Tucker & Brayan,
1988).

Finally, studies of the relationship between

perceptions of deans and department chairpersons regarding
leadership behavior of deans will contribute to the existing
body of knowledge about the leadership styles of deans.

Limitations
1.

Participants in this study were limited to 50

deans and 285 chairpersons in public, four-year universities
in the State of Tennessee.
2.

The study was limited to deans' self-perceived

leadership behaviors.
3.

The study was limited to chairpersons' perceptions
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of leadership behaviors of immediate superiors, the deans,
in their respective colleges.
4.

The study was limited to the leader behavior, as

measured by the Leadership Practices Inventory (Kouzes &
Posner, 1987).
5.

The study was limited to job satisfaction, as

measured by the Index of Job Satisfaction (Brayfield &
Rothe, 1951).

Assumpti ons

The following assumptions were made relative to the
study:
1.

Assessment of leader behavior, as ascertained by

the Leadership Practices Inventory, provided a valid
evaluative measurement of the performance of academic deans
in the various leadership behaviors included in the study.
2.

Assessment of job satisfaction, as ascertained by

Brayfield and Rothe' Index of Job Satisfaction, provided a
valid evaluative measurement of department chairpersons' job
satisfaction.
3.

The participants were cognizant of the information

and/or judgments requested, and reported the desired data
with honesty.

Definition of Terms
The following terms were defined for use in this study:
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Academic department: defined by Faricy (1974) as an
administrative unit of the university, to which personnel
are assigned for salary and career management (promotion,
tenure), and which possesses and exercises authority to
offer courses of instruction.
Department chairperson: the chief administrative
officer of the department (Bragg, 1980).
Job satisfaction;

the degree to which employees have a

positive affective orientation toward employment by the
organization.

For this study, it is measured by Brayfield's

Index of Job Satisfaction.
Leadership behavior;

the behavior on the part of an

individual in a position of leadership which influences the
behavior of other individuals.

For the purpose of this

study, it is measured by the Leadership Practices Inventory
which contains five leadership practices (Kouzes & Posner,
1987).

They are:

Challenging the Process:

leaders are pioneers who

innovate, experiment and search for opportunities.
Inspiring a Shared Vision:

leaders spend considerable

effort imaging what kind of future they would like to
create.
Enabling Others to Act:

leaders gain the support and

assistance of all those who must make the project work.
Modeling the Wav:

Leaders are clear about their

business values and beliefs.
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Encouraging the Heart:

Leaders give encouragement and

recognition when people make contributions.

Hypotheses
The goal of this study was to determine if there is a
significant difference between the perceptions of academic
deans and department chairpersons regarding the leadership
behavior of deans, as measured by the Leadership Practices
Inventory (Kouzes & Posner, 1987), and to determine if there
is a relationship between the leader behavior of deans
perceived by chairpersons and their job satisfaction, as
measured the Index of Job Satisfaction (Brayfield & Rothe,
1951) . The following null hypotheses were formulated for
this purpose.
Hypothesis

1.

There is no significant

difference in

the perceived leadership behavior of deans by chairpersons
when chairpersons were grouped by age, gender, marital
status, highest degree earned, academic rank, number of
years in current role as a chairperson, or number of years
as a chairperson.
Hypothesis

2.

There is no significant

difference in

the deans' self-perception of their leadership behavior when
deans were grouped by age, gender, marital status, highest
degree earned, academic rank, number of years in current
deanship or number of years as a dean.
Hypothesis

3.

There is no significant difference

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

in department chairpersons' job satisfaction when they were
grouped by, age, gender, marital status, highest degree
earned, academic rank, number of years in current role as a
chairperson, or number of years as a chairperson.
Hypothesis

4.

There is no significant difference

between deans' and chairpersons' perceptions of the deans'
leadership behavior.
Hypothesis

5.

There is no significant relationship

between department chairpersons' perceptions of leadership
behavior exhibited by academic deans and chairpersons' job
satisfaction.

Procedures
1.

A review of current literature was conducted.

2.

Validated instruments to measure leadership

behavior and job satisfaction were selected.

The Leadership

Practices Inventory, as developed by Kouzes and Posner
(1987), was selected to measure the leader behavior of
academic deans.

The Index of Job Satisfaction as developed

by Brayfield and Rothe (1951) was selected as the instrument
for measuring job satisfaction.
3.

A letter was sent to Posner to request permission

to use and reproduce the Leadership Practices Inventory.
4.

Demographic information on each university within

the State System of Higher Education of Tennessee was
obtained from 1989-1990 Index for the College Catalog
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Collection, including the numbers of department chairpersons
serving in each college and names of the colleges' deans and
department chairpersons.

The sample included all 50 college

deans and all department chairpersons in the colleges which
comprised less than nine department chairpersons.

For those

colleges which had more than nine departments, nine
chairpersons were randomly selected from each college to
participate in the study.
5.

The demographic information sheet and the

Leadership Practices Inventorv-Self were mailed to deans
with a cover letter and a self-addressed return envelope.
6.

The demographic information sheet, the Leadership

Practices Inventorv-Other and the Index of Job Satisfaction
were sent to each department chairperson in the sample with
a cover letter and a self-addressed envelope.
7.

Two weeks later, a follow up letter with another

set of materials was sent to non-respondents.
8.

Telephone follow-ups of non-respondents were

conducted.
9.

The data were analyzed using the t test for two

independent samples, one-way analysis of variance (ANOVA)
and the Pearson product moment correlation coefficient.

In

all hypotheses testing, the level of significance was set at
.05.
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Organization of the Study
Chapter I presented a statement of the problem to be
studied, along with purpose, and the significance of the
study.

Also included in this introductory chapter were

limitations relative to the study and a definition of terms.
The proposed hypotheses and a description of the data
gathering procedures were also included.
Chapter II contained a review of the related literature
and previous studies pertaining to leadership behavior and
job satisfaction.

Discussion was focused on the different

theories of leadership such as trait, behavioral, and
situational leadership.

In addition, special attention was

given to the governance and leadership in higher education.
Different theories about job satisfaction were also
included.
Chapter III contains the description of methods and
procedures used.
Chapter IV presents analyses of data.
Chapter V includes the summary, findings, conclusions
and recommendations.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

12

CHAPTER TWO
Review of the Related Literature

A review of related literature was conducted to
identify prior studies dealing with leadership behavior and
job satisfaction.
The first section is an overview of a history of
leadership behavior studies and theories of leadership, and
a review of the research focusing on leadership in higher
education.
The second section includes the definition and a brief
historical perspective of job satisfaction, followed by a
review of the major theories of job satisfaction, and a
review of the job satisfaction studies in higher education.
A review of the research showing a relationship between
leadership and job satisfaction is the focus of the third
section.

LEADERSHIP
Definition of Leadership
Stogdill (1974), in providing a broad overview of the
various definitions and conceptions of the term, suggested
that leadership is the process of influencing the activities
of an organized group toward goal setting and goal
attainment.

This definition is similar to Hersey and

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

Blanchard's (1982) definition of management as a special
kind of leadership in which the achievement of
organizational goals are paramount.

According to them,

leadership occurs at any time one attempts to influence the
behavior of an individual or a group, regardless of the
reason.

Etzioni (1961) defined leadership as power based

predominantly on personal characteristics, usually normative
in nature.

Fiedler (1967) believed that the leader was the

individual in the group given the task of directing and
coordinating task-relevant group activities.

Leadership was

viewed as the all-encompassing function of guiding human
administration resources toward organizational goals.

Such

functions include supervising, commanding, directing,
coordinating, guiding, staffing, and reporting.

From this

perspective, leadership is closely associated with the
notions about skills and traits.

Traits of Leadership
The traits approach, or "great man" theory, of
leadership was the earliest attempt to identify any
distinctive physical or psychological characteristics of the
individual that related to or explained the behavior of
leaders. Psychological researchers using this approach
attempted to isolate specific traits that endowed leaders
with unique qualities that differentiated them from their
followers (Hoy & Miskel, 1987).

Early researchers
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maintained that traits were inherited.

When the behaviorist

influence in psychology evolved, leadership traits were
found to be acquired through training and experiences
(Luthans, 1979). Traits most frequently studied in the early
leadership research included physical characteristics,
personality and ability.

The research on this approach had

been reviewed at various times by different scholars
including Gibbs (1954); Mann (1959); Stogdill (1948); and
Stogdill (1974).
In his 1948 review of about 124 trait studies conducted
during the period of 1904-1947, Stogdill classified the
personal factors associated with leadership into five
general categories: (1) capacity (intelligence, alertness,
verbal facility, originality, judgement), (2) achievement
(scholarship, knowledge, athletic accomplishments), (3)
responsibility (dependability, initiative, persistence,
aggressiveness, self-confidence, desire to excel), (4)
participation (activity, sociability, cooperation,
adaptability, humor), and (5) status (socioeconomic
position, popularity).

Stogdill concluded that despite the

evidence that leaders tended to differ from followers with
respect to certain traits, the results varied considerably
from situation to situation.

In 1970, after reviewing 163

new trait studies, Stogdill (Bass, 1981, p.81) suggested
that the following trait profile is characteristic of
successful leaders:
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The leader is characterized by a strong drive for
responsibility and task completion, vigor and
persistence in pursuit of goals, venturesomeness
and originality in problem solving, drive to
exercise initiative in social situations, selfconfidence and sense of personal identity,
willingness to accept consequences of decision and
action, readiness to absorb interpersonal stress,
willingness to tolerate frustration and delay,
ability to influence other persons' behavior,and
capacity to structure social interaction systems
to the purpose at hand.
While the early trait-theory studies tended to focus on
personality factors and personal attributes, recent
researchers have suggested that certain traits increase the
likelihood that a leader will be effective, but they do not
guarantee effectiveness.

The relative importance of

different traits is contingent on the situation.

Behavioral Approach
Dissatisfaction with the trait approach led researchers
to consider the behavioral approach to leadership which
studied the relationship between leader behaviors and
subordinate's performance, and job satisfaction.

The two

most influential leadership research efforts were conducted
at the Ohio State University and the University of Michigan.
The multidisciplinary Ohio State studies resulted in the
consistent emergence of two dimensions of leadership
behavior— initiating structure and consideration. Initiating
structure included any leader behavior that delineated the
relationship between leader and subordinates and, at the
same time established defined patterns of organization,
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channels of communication, and methods of procedure.
Consideration included any leader behavior that indicated
friendship, trust, warmth, interest, and respect in the
leadership between leader and members of the group (Halpin,
1966).

Though separate and distinct from one another, these

factors were not mutually exclusive so that effective
behavior was most often associated with high performance on
both dimensions— initiating structure and consideration
(Behling & Schriesheim, 1976).

The Leader Behavior

Description Questionnaire has been used extensively in
subsequent research on leadership; results of the research
are inconsistent.

Stogdill (1974) concluded that neither

behavior category was related consistently to subordinate
performance.

The results of studies of the relationship

between leader behavior and subordinate satisfaction with
the leader are also mixed.

At times subordinates are more

satisfied with a leader who is high on initiating structure
and sometimes they are less satisfied. Subordinates usually
report greater satisfaction with a leader who is considerate
(Bass, 1981).
Concurrent with the Ohio State studies, the researchers
at University of Michigan conducted a series of studies on
leadership behavior (Likert, 1961).

The overall purpose of

the Michigan studies was to identify the leader
characteristics that were closely related to each other and
to effectiveness criteria.

According to Hoy and Miskel
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(1987), the criteria included job satisfaction, turnover,
absenteeism, productivity, and efficiency.

Initially, two

distinct styles of leadership were identified:

production-

oriented and employee-centered (Katz, Maccoby & Horse,
1950).

Production-oriented leaders emphasize the mission or

task to be accomplished and the technical aspects of the
job.

Employee-centered leaders believe in delegating

decision making and assisting followers in satisfying their
needs by creating a supportive work environment.

Moreover,

leaders with an employee orientation are concerned with
subordinates' personal growth, advancement, and achievement
(Hoy & Miskel, 1987).
Likert (1961) compared employee-centered against taskoriented leadership behavior and found that work groups led
by employee-centered leaders were both more satisfied and
more productive than work group led by task-oriented
leaders.

As a result of these findings, Likert developed

the system 1-4 conceptualization: (1) exploitive
authoritative, (2) benevolent authoritative, (3)
consultative, and (4) participative groups.

This system

classified the supervisory context and behavior along a
number of dimensions (psychological support, goal
achievement orientation, facilitation of group interaction,
and provision of resources) which were presumed to affect
performance.

As Likert further refined his theory, he

proposed the linking-pin function of leaders, whereby the
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leader provided the central information line between his
work unit and its outside environment.

Mott (1972) stated

that while the Michigan model may be incomplete, it
represented an important theoretical contribution to the
evolving explanation of the complex role of leader behavior.
Bowers and Seashore (1966) proposed a four-factor theory to
explain leadership behavior.

Based on a reconceptualization

of the findings of the early Ohio state and University of
Michigan studies, the theory proposed four leadership
behaviors: support, interaction facilitation, goal emphasis,
and work facilitation.

Research based on these four factors

has yielded different results from study to study.

While

there is ample evidence that leadership behavior is related
to subordinate satisfaction and group processes, the
patterns of results varied with setting.

Situational Leadership
Although the behavioral approach to leadership
contributed valuable findings to the literature on
leadership, attempts to find the best leader's behavior in
all situations were not productive (Behling & Schriesheim,
1976).

Finding both the trait and behavior explanations of

leadership lacking, Hersey and Blanchard (1977) developed
Situational Leadership Theory.

The theory is based on two

dimensions of leadership behavior:
relationship behavior.

task behavior and

Task behavior was the extent to
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which a leader engaged in one-way communication by
explaining what each subordinate was to do as well as when,
where, and how tasks are to be accomplished.

Relationship

behavior was the extent to which a leader engaged in two-way
communication by providing socio-emotional support and
facilitating behaviors.
Situational Leadership Theory is based upon an
interplay between the leader behavior— whether task behavior
or relationship behavior— and the "maturity" level that
followers exhibit on a specific task.

Maturity was defined

in Situational Leadership Theory as the capacity to set high
but attainable goals, willingness and ability to take
responsibility, and education and/or the experiences of an
individual or a group (Hersey & Blanchard, 1977). However,
maturity was a relative concept; and should be considered
only in relation to a specific task to be performed.

An

individual or a group is not mature or immature in any
general sense, but, tends to have varying degrees of
maturity depending on the specific task, function, or
objective (Hoy & Miskel, 1987).
According to Situational Leadership Theory, as the
level of maturity of their followers increases in terms of
accomplishing a specific task, leaders should reduce their
task behavior and increase their relationship behavior.

As

the followers move into an above average level of maturity,
leaders should decrease not only task behavior but
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relationship behavior as well (Hersey & Blanchard, 1977).
To determine what leadership style is appropriate to use in
a given situation, one must first determine the maturity
level of the individual or group in relation to a specific
task that the leader is attempting to accomplish.

Thus, in

working with people who are low in maturity (M 1) in terms
of accomplishing a specific task, a high task/low
relationship style (S 1) has the highest probability of
success; in dealing with people who are moderately immature
(M2), a dynamic leadership style (S 2)— high task and high
relationship behavior— has the highest probability of
success; while in working with people who are moderately
mature (M3) in terms of accomplishing a specific task, a
high relationship/low task style (S 3) has the highest
probability of success; and finally, a low relationship/low
task style (S 4) has the highest probability of success in
working with people of high task relevant maturity (M 4).

Managerial Grid
Blake and Mouton (1960) developed a managerial grid
which focused on five primary types of leadership behavior.
On the horizontal axis of the grid is the concern for
production; on the vertical axis is concern for people. Each
of the two dimensions has degrees of intensity varying from
1 to 9, so that the grid has the potential for generating 81
different leadership styles.

However, Blake and Mouton
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focused on five distinct types of leadership which are
numbered by degrees of intensity of concern as (9,1), (1,9),
(1,1), (5,5), and (9,9).
The (9,1) leader places heavy emphasis on getting the
job done.

He has pessimistic assumptions about his

subordinates.

He relies heavily on formal authority and

expects compliance from subordinates on the basis of the
position he occupies.

He uses standardized methods and

engages in relatively close supervision.
The (1,9) leader works hard to eliminate
dissatisfaction in the work environment and makes few
demands upon subordinates in terms of performance.

The

leader believes that inherent conflict exists between people
and work and he sides with people against the harsh demands
of the organization.

Human relations are important for

their own sake and group harmony is the key to
organizational success.
The (1,1) leader is characterized by low concern for
achievement of organizational goals and low concern for the
human organization.

The leader puts subordinates on jobs

and then leaves them alone.

The leader is often behind

rules and relatively invisible.
The (5,5) leader believes that emphasis on
organizational goals and emphasis on the welfare of people
are equally important, and he works to maintain a balance
between the two.

With this assumption, his decisions are
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generally acceptable, satisfaction, and workable but rarely
outstanding.

The leader believes that there is inherent

conflict between organization and nan, but rather than
standing for one or the other, he works to appease both
through conpronise.

While the leader wishes to be

considerate by permitting subordinates participation, he
still feels the necessity to control the process of the
dec is ion-making.
The (9,9) leader does not see an inherent conflict
between the goals of the organization and the goals of its
individuals.

Rather, he sees each being dependent upon the

achievement of the other.

He does not view making the best

decision as part of his job, but rather sees it as part of
his job to make sure that the best decision is made.

He

believes that when people have a stake in something, they
assume responsibility for its success.

Contingency Theory
The behavioral approaches developed at Ohio State
University and the University of Michigan are impressive
(Hoy & Miskel, 1987).

Yet, the linkage between leadership

and indicators of effectiveness such as achievement and
satisfaction has not been established conclusively by any of
these theories (Gibson, Ivancevich & Donnelly, Jr., 1976).
Therefore, alternative theories with greater descriptive and
explanatory powers have emerged (Hoy & Miskel, 1987).
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Contingency approaches maintain that leadership
effectiveness depends upon the fit between personality
characteristics and behavior of the leader and situational
variables such as task structure, position power, and
subordinate skills and attitudes (Fleishman, 1973).
there is no one "best" leadership style.

Thus,

The contingency

approach attempts to predict which types of leaders will be
effective in different types of situations.
Fielder (1967) identified three critical dimensions
that determined the favorableness of the situation: (1)
position power of the leader, (2) task structure, and (3)
leader-member personal relations.

The position power of the

leader is the degree to which the position itself enables
the leader to get subordinates to comply with directives. In
bureaucratic organizations, power is formal authority vested
in the leader's office.

The task-structure dimension refers

to the degree to which the group's work is programmed, as
opposed to vague and ambiguous.

Thus, in terms of directing

and controlling groups, the more structured the task, the
more favorable the situation for the leader.

The

leader-member relation dimension emerged from Fiedler's
research as the most important factor in determining the
leader's influence over his group.

This dimension refers to

the degree to which group members trust and like the leader.
Whether leader-member personal relationships are good or
not, whether the task is structured or not, and whether
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position power is strong or not, are variables that
determine the favorableness of a given leadership style.
In Fiedler's contingency model, eight situations were
identified and categorized according to whether they were
high or low on each of the three critical dimensions.

The

group situations were arranged in declining order of
influence for the leader, with cell 1 providing the leader
with the most influence and cell 8 the least influence.

The

leader, for example, who is well liked by group members, who
is working in structured tasks, and who has lots of
authority, can exert strong influence on the group, while
his opposite, the leader who is not liked, who has an
unstructured assignment, and who comes with little
authority, has difficulty in exerting influence.

The

contingency model suggests that task oriented leaders
perform best in very favorable situations and unfavorable
situations, while relationship-oriented are more effective
than task-oriented leaders in moderate favorable situations.

Governance and Leadership in Higher Education
The purpose of this section was to present selected
research studies relative to leadership and governance in
higher education.

According to Baldridge, Curtis, Ecker and

Riley (1980), colleges and universities have several unique
organizational characteristics.

They have ambiguous goals

and problematic technologies that must be holistic and
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adaptable to individual needs.

They serve clients who

demand a voice in the decision-making process.

They are

professional organizations in which faculty and staff demand
a large measure of control over institutional decision
making process.

In the past, administrators and

organization theorists concerned with academic governance
have identified three models for academic governance: (1)
the bureaucracy, (2) the collegium, and (3) the political
systems.
The academic bureaucracy is rooted in Weber's
bureaucracy.

The basic constituents are a division of labor

and specialization, an impersonal orientation, a hierarchy
of authority, rules and regulations, and a career
orientation (Weber, 1947).

In the formal bureaucratic

structure, individuals are responsible for specific areas.
Each area within its organization is responsible to the next
larger domain.
essential.

An orderly, reasonable structure is

Relationships within the bureaucratic structure

must be well defined.
The collegium model is based on the premise that
academic decision making should not be like the hierarchical
process in a bureaucracy.

Instead, there should be full

participation of the academic community, especially the
faculty.

Under this concept, the faculty and staff would

administer its own affairs and bureaucratic administrators
would have little influence.

It is more common for ideas
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and recommendations to be formulated by faculty and move
upwards for administrative approval and implementation
rather than downwards for administration as directives.

The

administrator must encourage others in such a way as to
release their creativity and initiative toward accomplishing
the mission of the institutions.
The literature on professionalism strongly supports the
argument for collegial organization.

It emphasizes the

professional's ability to make his own decisions and his
need for freedom from organizational restraints.
Consequently, the collegium is seen as the most reasonable
method of governing the university (Baldridge, Curtis,
Ecker, & Riley, 1980).
The political model is based on the assumption that
complex organizations can be studied as miniature political
systems.

The model focuses on policy-making processes,

because major policies commit an organization to define
goals and set the strategies for reaching those goals.
Policy decisions are critical decisions because they have a
major impact on an organization's future.
Under the different models, administrators in higher
education will assume different roles.

Under the

bureaucratic model, the leader is seen at the top of the
hierarchy and expected to possess technical knowledge about
the organization.

The principles of "scientific management"

are often proposed as the method for rational problem
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solving.
The collegial model is above all the "first among
equals" in an organization run by professionals.

The basic

role of the collegial leader is to listen, gather expert
judgments, facilitate, persuade and negotiate.

Instead of

technical problem-solving skills, the collegial leader needs
professional expertise to ensure that he is held in high
esteem by his colleagues.

Talent in interpersonal dynamics

is also needed to achieve consensus in organizational
decision-making.
Under the political model, the leader is a mediator or
negotiator between power blocs.

The administrators in

higher education institutions may play a political role by
pulling coalition together to fight for desired changes.
In the examination of the governance of universities,
Cohen and March (1974) identified eight models of
governance.

Each has a procedure for distributing power

and, each functions in a different way and demands a
different conception of the presidential role (Cohen &
March, 1974). The competitive market model makes the
free-market assumptions that the distribution of wealth is
the key to the distribution of power.

In the administrative

model, it is assumed that universities have a well-defined
objectives specified by formal groups.

Individuals within

the organization agree to pursue the objectives of the
university in return for various kinds of rewards.

The

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

28
collective bargaining maintains that the conflicts are
resolved through bargaining processes among representatives
of the major interest groups and then enforced by
"contracts" and social pressure.

The democratic model is

described as a community with an "electorate" consisting of
internal and external publics such as students, faculty,
alumni, and citizens.

In an anarchy model each individual

is making autonomous decisions.

In an independent judiciary

model, governmental authority in the university is bestowed
by some relatively arbitrary process on a group of current
leaders.

In the plebiscitary model, a leader is chosen by

some arbitrary process and a constituency consisting of
everyone in the community.
Reyes and McCarty (1986) found that, in general,
academic deans perceived college governance as being
bureaucratic, somewhat collegial, and political to some
extent.

Presidents perceived college governance to be

rooted in the principle of shared governance.

Variations in

perceptions were found across institutional categories.
Overall, research institutions were mostly associated with
the collegial model of organization.
In studying the characteristics of the effectiveness
of the college presidents, Fisher, Tack, & Wheeler (1988)
concluded that effective presidents must have vision.

That

is, the leaders must stand for something and have some idea
about where the organization is going.

Hesburgh (1988)
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supported Fisher, Tack, and Wheeler's findings and contended
that a leader needed a clear and challenging vision, a magic
with words, the ability to motivate others, the courage to
stay on course, and the persistence not to lose hope.

The

concept of transformational leadership embraces thoughts
about having a future orientation.
are inextricably intertwined.

Effectiveness and vision

Leaders, specifically

presidents, can not expect to be effective unless they
possess ideas about what the institution should look like in
the future and then use other personal and professional
skills to move people along the charter (Fisher, Tack, &
Wheeler, 1988).
Hess (1988) concurred with Fisher, Tack, and Wheeler's
studies, that the leaders must take advantage of
opportunities for change, know when to act and when not to
act, have faith in their judgement, take risks, and enjoy
building their institutions.
According to Fisher, Tack, and Wheeler (1988), the
second most important characteristic of the effective
presidents is good relationship with others.
presidents are experts in dealing with people.
caring, supportive, and nurturing.

Effective
They are

They must possess superb

communication skills in order to know what is going on
within the organization, and use motivational skills to gain
the support of faculty and staff.

They use persuasion,

intelligence, and compassion to develop and maintain a
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trusting environment.
The third most important characteristic of the
effective college presidents is related to their beliefs in
shared governance.

Fisher, Tack, and Wheeler (1988) noted

that the shared governance pattern was most appropriate for
an educational institution on the basis of the study.

Astin

and Scherrei (1980) argued that task-oriented administrators
reward creativity, initiative, professional and technical
competence, cooperation, and aggressiveness.

The effective

administrator should believe in shared governance but
recognize that the ultimate responsibility for making the
decisions rests on their shoulders.

There is no such thing

as collegial leadership, but the administrators always seek
opinions and facts from those to be affected by the
decisions.

Finally, effective president must have a sense

of humor, a positive self-image, a high level of energy, and
be trustworthy (Fisher, Tack, & Wheeler, 1988).

Their

leadership styles may be dominant, decisive, and, when
appropriate, autocratic.

Trchetenbery (1988) added that

good leadership depended on the ability to tolerate anxiety,
loneliness, and the threat of unpopularity.

These

characteristics were believed to be very important for
effective president.

Leadership Role of the Dean
Deans are the executive officers of their colleges or
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divisions and are directly responsible to the next
administrator in the hierarchy who may be a vice president
for academic affairs or the president.

According to

Wolotkewicz (1980), the administrative functions of deans
involve those related to goals of collegial education, the
program for achieving the goals, and resources for
implementation and evaluation of the effort.

The specific

activities may include obtaining data from department
chairpersons, faculty, and students for use in planning and
moving the organization toward achievement of its goals.

In

addition, the responsibility of the dean involves, not only
providing resources, but also allocating them equitably.
Wolotkewicz (1980) maintained that the dean was
ultimately accountable for the college organization serving
more as a leader and motivator than as a ruler.

The

successful dean worked effectively with colleagues rather
than doing something for them.

To do this, he/she must be

viewed as absolutely honest, frank, and impartial.

The

authoritarianism versus a democratic leadership approach in
its extreme will be unacceptable and ineffective.

If both

institutional and employee needs are to be met, a
combination of the two should be utilized (Wolotkiewicz,
1980).

The exact pattern of the combination will be

determined by the nature of the situation and individual
involved.

Brown (1973) found that professors preferred a

leader who would present problems, get suggestions, make
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decisions of defined limits, and ask his colleagues to help
him make decisions, as opposed to more authoritarian
decision-making arrangements.
In studying the characteristics of effective schools
and colleges of education, Gant (1983) characterized the
dean as the key to the effectiveness of an institution.

The

dean must not only have a clear mission and high
expectations, but also must be able to build a management
team; monitor performances; provide feedback; and set a
productive, effective climate.

An effective dean must also

recognize the fact that a substantial amount of time must be
expended in dealing with external as well as internal school
issues and concerns.
Vanderveen (1988), in his study of the demographic
characteristics and management styles of the deans,
associate deans, and assistant deans of schools of pharmacy,
found that 23% preferred a high people— high task—
management orientation and 26% preferred a low people— low
task— management orientation.
McCarty and Reyes (1987) sought to identify the most
predominant model of governance used by academic deans as
perceived by department chairpersons.

Results of the study

indicate that most chairpersons across colleges and schools
perceived academic deans engaged mostly in collegial
governance.

The organized anarchy model was not accepted by

chairpersons as a frame of reference used by academic deans.
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Lee (1972) , in his study of the relationship between
academic deans and chairpersons, found that one of the most
important men in the life of the department chairman was the
Dean.

He believed that the relationship of the departmental

chairman to the academic dean is the most important
relationship within the administrative structure of the
University.

It is probably more important than the

relationship which determines the development of the
college, its programs, its faculty, and ultimately its
educational viability.

In support of Lee, Tucker, and Bryan

(1988) noted that in a very large measure, department
chairpersons were critical to the success or failure of the
dean's mission. It is critical, therefore, that the dean
make every effort to gain the support of his or her
chairpersons.

Over the long run, it is impossible for deans

alone to establish program priorities, improve them, upgrade
the faculty, strengthen the curriculum, and increase and
improve scholarly activity. They need the willing support of
the college's department chairpersons because department
chairpersons, generally, make most of the basic decisions in
the college.

However, the decisions are seldom made without

the approval and help of the dean.
Tucker and Bryan (1988), in a discussion of
characteristics of a good department chairperson, believed
that ideal department chairpersons were individuals who had
good reputations in their respective fields; were aggressive
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and ambitious for the department; were good managers; could
provide the right kind of leadership to achieve departmental
goals within the context of the mission of the university:
and last, but not least, could gain, maintain, or enhance a
wide reputation of excellence for the department.
Hicks and Sperry (1986) found that the administrator of
an academic department can be visualized as being located on
a continuum between dictatorship and democracy.

An

authoritarian administrator is an all-powerful individual
who has full and complete responsibility for supervising
department activities.

He/she has complete control of all

resources, including faculty and staff; he/she tells people
what to do and how to do it.

A democratic department

chairperson is responsible primarily for arranging the
agenda, maintaining the rule of order, and making an
occasional ceremonial appearance.

The power of a

chairperson is derived from faculty consensus; consensus
emerges from meetings where decisions are made through
persuasion and majority vote.

Tucker (1984) defined

leadership as the ability to influence or motivate an
individuals to work willingly toward a given goal or
objective under a specific circumstances.

He characterized

leadership styles as directive or supportive.

Directive

behavior at its extreme consisted primarily of one-way
communication from the chairperson to faculty members in
which he or she explains what is to be done, when, where,
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and how.

Chairpersons who practiced this type of leadership

evidently believed that the task will not be accomplished
properly without detailed direction and supervision.
Conversely, supportive behavior consisted of two-way
communication between the chairperson and the faculty
members.

Here, the chairperson provided personal and

psychological support, including encouragement, praise, and
general concern for the personal and professional welfare of
each faculty member.

According to Tucker (1984),

chairperson behavior was neither exclusively directive nor
supportive:

leadership style consists of a mix of both. The

most effective leadership style is one that takes into
account the maturity level of the group and provides the
appropriate amount of direction and support needed to
achieve a specific goals of objective.

Academic department,

like other groups, vary in their levels of maturity.

A

mature academic department is one in which the faculty
members have the experience, capacity, and willingness to
work effectively as a group, to set high but attainable
goals, and readily accept responsibility for their decisions
and assignments.

When the department begins to display less

maturity, the department chairperson may need to make a
regressive intervention and provide more direction.

In a

regressive intervention, the department chairperson applies
a leadership style appropriate for the low level of
maturity.

According to this conceptualization, there is no
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one most appropriate leadership style.

The best leadership

style varies for different departmental situations.

Some

academic departments may be best served by one kind of
leadership style at any particular time; other departments,
or even the same departments under different circumstances,
may be better served by another style (Tucker, 1984).
The aforementioned leadership research findings
indicated that there was no single personality trait which
could be employed to predict leadership effectiveness and
that leaders were found at all levels of an organization.
Argyris (1957) argued that there was no one correct way to
behave as a leader.

The leadership must recognize

situational contingencies that may be complex, dynamic, and
interactive and that demand supportive and participative
leadership activities (Lipham, Rankin & Hoeh, 1985).

Those

situational contingencies seem to relate to the two
dimensions of social systems, nonmethetic and ideographic,
identified by Getzel and Guba (1957), and restated in
contemporary leadership theory as task and relationship
leadership orientation.
The review of literature dealing with leadership in
higher education was consistent with more general studies of
leadership behavior.

Democratic leadership and concern for

people were revealed to be important considerations in the
effective administration of an institution of higher
education.
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JOB SATISFACTION
Definition and Historical Perspective
Job satisfaction has been defined as the degree to
which employees have a positive affective orientation toward
employment by the organization (Vroom, 1964).

This can be

understood as an individual liking more aspects of his work
than he dislikes.

Job satisfaction is personal and

subjective.
The systematic study of employee job satisfaction has
been of major concern to American industry and business
since the early 1900s.

In some of the earliest experiments,

Taylor (1911) assumed that job satisfaction was related
completely to the amount of money earned.

Workers were

regarded as part of the machinery to be managed in the most
efficient way possible.

During this period the emphasis was

on increased production and the satisfied worker was assumed
to be the most productive worker.
In the late 1920s studies that considered the worker as
a human being with complex needs and feelings began to
appear.

The most publicized of these studies occurred in

the Hawthorne plant of the Western Electric Company near
Chicago.

Mayo (1945), experimenting with the working

conditions of a chosen group of factory employees, concluded
that the most important determinant of job satisfaction was
group interaction; morale increased within the experimental
group with every change in condition, whether it was

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

38
improved or diminished.

Mayo's study was the first

industrial study to consider the worker from a psychological
perspective, and to provided a basic approach for other job
satisfaction studies (Sartain & Baker, 1965) .

The findings

from these studies stressed the role of the informal work
group and supervisory practices in shaping employee
attitudes and performance (Roethlisberger & Dickson, 1939).
The influence of the Hawthorne studies continued to
dominate job satisfaction studies until the late 1950s. This
period, known as the Human Relations Movement, emphasized
the importance of the role of supervisors and the work group
in determining job satisfaction.
Another major influence on job satisfaction studies has
been the theories of motivation developed by the humanistic
psychologists.

Maslow (1954) developed a hierarchy of human

needs, placing at the lower end the primary or basic needs
vital to survival.

Secondary needs include the need for

love and affiliation, followed by esteem and status needs.
The highest need of mankind is for self-actualization.
Lawler (1973) stated that these needs have been the basis of
numerous job satisfaction studies either used alone or in
combination with the expectancy theory (Vroom, 1964) which
related motivation to the expectations of achieving a
reward, the value of the reward, and the effort required to
achieve it.
Lawler (1973) identified four theoretical approaches to
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satisfaction:

fulfillment theory, discrepancy theory,

equity theory, and two-factor theory, each of which was
discussed below.

Fulfillment Theory
Schaffer (1953) argued that job satisfaction varied
directly with the extent to which those needs of an
individual, which could be satisfied, actually were
satisfied.

Vroom (1964) also saw job satisfaction in terms

of the degree to which a job provided the person with
positively valued outcomes.

Researchers who adopted the

fulfillment approach measured people's satisfaction by
simply asking how much of a given facet or outcome a person
received.

Thus, these researchers viewed satisfaction as

depending on how much of a given outcome a person received.
However, a great deal of research also showed that
people's satisfaction was a function of both of how much
they received and of how much they felt they should and/or
wanted to receive (Locke, 1969).

Individual difference

factors suggested that the fulfillment theory approach to
job satisfaction was not valid, since this approach failed
to take into account differences in people's feelings about
what rewards they should receive.

Discrepancy Theory
Proponents of discrepancy theory maintained that
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satisfaction was determined by the difference between the
actual reward a person received and some other reward.

The

other outcome level may have been that which the person felt
should be received or other outcome the person expected to
receive.

What was received was compared with another

outcome level and when there was a difference— when received
outcome was lower than the other outcome level,
dissatisfaction resulted (Porter, Lawler, & Hackman, 1975).
Three different discrepancy approaches were reported in the
literature on job satisfaction: the first looked at what
people wanted; the second at what people felt they should
receive, and; the third at what people expected to receive.
This theory did not answer the question of how people
decided what their outcome should be (Lawler, 1973).
Porter (1961), in measuring satisfaction, asked people
how much of a given reward there should have been for their
job, and how much of a given reward there usually was; he
considered the discrepancy between the two answers to be a
measure of job satisfaction.

This particular discrepancy

approach had been the most widely used in designing research
instruments for measuring job satisfaction.

Equity theory
Adams (1963) argued, in his version of equity theory,
that job satisfaction was determined by the perceived ratio
of what a person received from his job relative to what a

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

41
person put into his job.
perceived equity existed.

Satisfaction resulted when
Individuals' inputs to the job in

an employment situation included education, experience,
training skills, seniority, social status, and effort
expended on the job.

The outcomes or "rewards" that the

employees received in exchange for their inputs may include
pay, status symbols, fringe benefits, and/or whatever they
received that could be of value to them.

Individuals would

be most satisfied if they believed there were fair exchanges
between their inputs and others' outcome.

So, the theory

emphasized that over-rewards led to feelings of guilt, while
under-rewards led to feelings of unfair treatment.

Two-Factor Theory
Traditionally, job satisfaction was interpreted as a
one-dimensional concept.

This theory assumed that any job-

related element offering satisfaction to a worker, created
dissatisfaction in its absence.

As a result, the one

dimensional theory required only an overall job satisfaction
measure.
The two-factor theory of job satisfaction was developed
by Herzberg, Mausner, Peterson, and Capwell (1957).

This

theory maintained that job factors could be classified
according to whether the factor contributed primarily to
satisfaction or to dissatisfaction.

Satisfaction and

dissatisfaction did not exist on a single continuum ranging
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from satisfaction through neutral to dissatisfaction.

Two

independent continua existed, one ranging from satisfied to
neutral, and another ranging from dissatisfied to neutral.
Herzberg hypothesized that some factors were satisfiers when
present, but not dissatisfiers when absent;, other factors
were dissatisfiers, but when eliminated as dissatisfiers did
not result in positive motivation.

In sum, the motivation-

hygiene theory postulated that one set of factors
(motivators) produced satisfaction, while other set
(hygiene) produced dissatisfaction.

Work satisfaction and

dissatisfaction were not opposite; rather than they were
separate and distinct dimensions of a person's attitude
about their work.
Lawler and Porter (1967), in their model of the
relationship of performance to satisfaction, had postulated
that a third variable— rewards— provided the link between
performance and satisfaction.

This formulation proposed

that satisfaction rather than causing the performance, as
was previously assumed, was caused by performance.

These

rewards may be intrinsic (feeling of accomplishment, etc.)
or extrinsic (pay, promotion, status, etc).
Another concern in the study of job satisfaction is a
delineation between facet satisfaction and overall job
satisfaction.

Facet satisfaction refers to people's

affective reactions to particular aspects of their jobs.
Pay, supervision, and promotion opportunities are frequently
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studied facets.

The model indicates that when the person's

perception of what his outcome level is and his perception
of what his outcome level should be are in agreement, the
person will be satisfied.

Overall job satisfaction, on the

other hand, argued by most theories of satisfaction, is
determined by some combination of all facet-satisfaction
feelings.

It is determined by the difference between all

the things a person feels he should receive from his job and
all the things he actually does receive.

Lawler (1973) made

a strong theoretic argument for weighing the facet
satisfaction scores according to their importance.

He

believed that some factors made larger contributions to
overall satisfaction than others.

Pay, supervision, and

work itself seem to have strong influences on overall
satisfaction for most people (Lawler, 1973).

Both facet

satisfaction and total satisfaction are important entities
to be ascertained concerning the organization.

The point to

be made is the researcher should recognize what measure of
satisfaction he is using.

The instrument which was chosen

for use in this study is a measure of overall job
satisfaction.

Job Satisfaction in Higher Education
In a search of the literature on this topic, a
diversity of information was found.

In higher education,

Solmon and Tierney (1977) surveyed 211 college
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administrators in 22 private liberal arts colleges.

Their

study focused on 19 aspects of a college administrator's
job.

Their findings indicated that college administrators

were very satisfied with most (14 out of 19) aspects of
their jobs, with senior administrators more satisfied than
mid-level administrators.
Haun (1975) in a study to examine the sources of work
satisfaction and dissatisfaction among female department
heads or deans in higher education, found that the primary
satisfiers were achievement, content of work, and
interpersonal relations.
Winkler (1982) studied the perceptions of job
satisfaction of university faculty members in their present
positions using Minnesota Satisfaction Questionnaire and Job
Descriptive Index.

He found significant differences in the

department of agriculture and mechanical engineering.

The

respondents from the department of Agriculture expressed the
highest mean of job satisfaction.
job satisfaction than males.

Females expressed less

No significant difference

existed when faculty were compared by rank, age, or tenure
status.
Olasiji (1983) used Herzberg's two-factor theory to
gain information about the morale and job attitudes of the
faculty members and university administrators.

He found

that five out of six motivators among both the faculty and
administrators.

Hygiene factors were found to be the
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sources of job dissatisfaction among the two groups involved
in the study.
Murry (1983) did not support the two-factor theory that
intrinsic motivations produced job satisfaction while
hygiene produced job dissatisfaction.

The study used the

satisfaction/dissatisfaction questionnaire developed by
Grandjean, Aiken, and Bonjean, which utilized a fouralternative Likert-type scale to measure the satisfaction
level with each of 29 intrinsic and extrinsic
characteristics of a faculty position.

Some of the major

conclusions were that faculty felt satisfied, despite
reported dissatisfaction with many specific job
characteristics, and that teaching activities outranked
research and publication as preferred activities.
Sprague (1974) conducted a study of job satisfaction of
faculty members to find whether or not differences existed
among colleges.

He found that pay was the most important

factor in satisfaction of members of the colleges of Arts,
Science, Education, and Engineering.

Teaching experience

was the most important variable in the satisfaction of
faculty in Business and Economics, Dentistry, and Medicine.
Satisfaction was positively correlated with age.

Older

faculty were more satisfied with pay but less satisfied with
promotion.
Hill (1987) studied the job satisfaction of faculty
from the perspective of Herzberg's "two-factor1 theory and
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assessed the utility of the theory for explaining job
satisfaction.

The results generally supported Herzberg's

contention that "intrinsic" factors contributed primarily to
job satisfaction and that "extrinsic" factors were the
leading causes of job dissatisfaction.

More specifically,

job satisfaction of respondents was found in helping
students and in the work itself while dissatisfaction arose
from factors external to the job.
In Finneran's (1983) survey of academic administrators,
she found that lack of internal accountability could be a
factor affecting those who lack satisfaction in academe.
Marriner and Craigie (1977) found a positive relationship
between an open organizational climate and satisfaction in
department governance, autonomy, and administrative
leadership style, and institutional policies in their study.
Bauder (1982) saw the dissatisfaction of faculty
members as being a conflict between meeting the needs of an
institution and meeting the needs of the individual faculty
member.

She stated that lack of trust, heavy workloads, and

feelings of powerless were the three central problems which
were traditionally in a "family" organizational model.

As

administrative decisions were made in the "family"
organizational model of management without significant
faculty input, distrusts and feelings of powerless grew.
Bauder's (1982) overall solution to these problems was the
development of new social structures with commitment for
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both administrators and faculty to meet both organizational
and human needs.
Smart and Morstain (1975) explored the potential of the
Job Descriptive Index (JDI) as an instrument for the
measurement of job satisfaction in institutions of higher
learning.

A selected sample of the college administrators

was categorized into three groups based on the degree of
congruency between their preferred and perceived
responsibilities.

The results of the study showed that

those college administrators, whose preferred and perceived
job responsibilities were most congruent, tended to earn
higher mean scores on the Work Environment Scale of the JDI
than their colleagues, whose preferred and perceived job
responsibilities were less congruent.
Thomas (1987) studied gender differences in job
satisfaction of men and women administrators in higher
education.

The main conclusions were: (1) There was a

significant difference between men and women administrators
in overall job satisfaction, satisfaction with job content
and satisfaction with job context.

Women administrators

were significantly less satisfied than men administrators in
these areas.

(2)

Women administrators placed significantly

more importance on job content than did men administrators.
(3) There was no significant difference between men and
women administrators in their perceived barriers and aids to
their achieving job satisfaction.

The most important
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barriers listed by both men and women were, lack of
opportunity for advancement, lack of role models, and lack
of encouragement from others.

The most important aids to

achieving job satisfaction were: self-confidence,
appropriate degree, motivated coworkers, and encouragement
from others.
To sum up, the definition of job satisfaction has been
defined as the degree to which employees have a positive
affective orientation toward their employment by the
organization.

Theories of job satisfaction can be

classified as fulfillment theory, discrepancy theory, equity
theory and two-factor theory.

Fulfillment theory was the

first approach to develop, which measures satisfaction
depending on how much of a given outcome or group of
outcomes a person receives.

Discrepant theory, developed

later, maintained that satisfaction is determined by the
differences between the actual outcomes a person receives
and some other outcome level.

The third theory, equity

theory, argues that satisfaction is determined when a
person's perceived input and outcome balance.

The fourth

and most recent approach to theorizing in job satisfaction
is two-factor theory.

The two-factor theory maintains that

job factors can be classified according to whether the
factors contribute primarily to satisfaction or to
dissatisfaction.
In the section of literature review pertaining to job
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satisfaction research in higher education, mixed results
were revealed.

However, achievements, content of work,

autonomy and interpersonal relations seemed to be important
satisfiers of both administrators and faculty.

LEADERSHIP AND JOB SATISFACTION
Numerous researchers have linked job satisfaction with
leadership behavior of the supervisor.

According to Lawler

(1973), the supervisor is an important factor in both
intrinsic and extrinsic motivation.

The supervisor can

restrict or promote subordinate autonomy.

Leadership style

was shown to influence subordinate' perceptions of what
should be received and rewards actually received and, as a
result, influenced the satisfaction of both higher and lower
needs.
Lawler (1973) concluded that, for most people,
satisfaction with supervision seemed to particularly
influence overall job satisfaction.

Ronan (1970) concluded

that supervision was the major link between job satisfaction
and personal behavior.

The literature indicated that

employee satisfaction could be affected by the rewards and
punishments a subordinate perceived as received from the
leader.
Kennerly (1988) in a study to investigate the
relationship between perceived leadership behavior of the
dean/chair, selected organizational characteristics, and
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faculty job satisfaction found both consideration and
initiation of structure are positively correlated with job
satisfaction.

In addition, consideration was noted as

making the greatest contribution to job satisfaction.
Hassell (1986) examined managerial leadership as an
aspect of organizational climate in colleges of nursing.
Specifically, this investigation sought to determine the
relationship of leadership to job satisfaction and
organizational effectiveness as perceived by faculty.

Using

Likert's continuum of managerial leadership processes from
authoritative to participative (System 1 to IV), it was
found that certain trends were relative to the system of
managerial leadership, job satisfaction, and perceived
organizational effectiveness.

Faculty members who perceived

their system of leadership to be more participative were
significantly different from one another in job satisfaction
and significant differences were not found in their faculty
status.
Marriner (1982) reported supportive leadership style
was associated with a higher level of job satisfaction; the
more group participation in decision-making, the higher
satisfaction seemed to be.

Marriner and Craigie (1977) also

found a positive relationship between an open organizational
climate and satisfaction in department governance, autonomy,
administrative leadership style, and institutional policies.
Milutinovich and others (1971) investigated differences
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in the job satisfaction and group cohesiveness under
participative and authoritative leadership styles for blacks
and whites.

The Job Descriptive Index, Seashores's measure

of group cohesiveness, and Likert's "Profile of
Organizational Effectiveness were used.

Some findings were:

(1) both races had higher job satisfaction with work,
supervision, co-workers, pay, and promotion under
participative leadership than under authoritative leadership
style; (2) the more participative the leadership style the
higher group cohesiveness; and (3) there is a substantially
high correlation between supervisory styles and group
cohesiveness.

In general, there was substantial positive

correlation between determinants of job satisfaction.
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CHAPTER THREE
Methodology

In this chapter the research design, the population and
sample selection, the instrumentation, the data collection
procedure, and selected methods for analysis of the data are
presented.

Design of the Study
A survey research design was used in this study (1) to
determine the relationship between perceptions of academic
deans and department chairpersons regarding the leadership
behavior of deans; and (2) to determine the relationship
between the leadership behavior of academic deans perceived
by department chairpersons and job satisfaction of
department chairpersons.

Survey research was defined as Ma

methodological technique that required systematic collection
of data from populations of samples through use of
interviews or the self-administered questionnaire" (Denzin,
1978, p.158).

Survey research was especially appropriate

for making descriptive studies of large populations (Babbie,
1983).
Warwick and Osherson (1973) cited three conditions for
which the sample survey was useful and appropriate as a
method of gathering information:
1.

When the goals of the research call for obtaining
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quantitative data on certain problems or
populations;
2.

When the problems in question are reasonably
specific and familiar to the respondent; and

3.

When the investigator himself has considerable
knowledge of these problems and of the range of
responses that will be obtained.

Questionnaires were essential to and most directly
associated with survey research.

The nature of the present

study required obtaining quantitative data from the sample
of large population.

A self-administered questionnaire was

efficient and offered the advantage of contact with large
numbers of subj ects in the sample in a relatively short
time.

Population and Sample
The target population for this study was comprised of
academic deans and department chairpersons in public
universities within the State System of Higher Education of
Tennessee.

Universities included within the Board of

Regents of the State University and Community College system
of Tennessee were:

Austin Peay State University, East

Tennessee State University, Memphis State University, Middle
Tennessee State University, Tennessee State University and
Tennessee Technological University.

Universities included

within the Board of Trustees of the University of Tennessee
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were:

University of Tennessee at Chattanooga, University of

Tennessee at Knoxville, University of Tennessee at Martin
and University of Tennessee at Memphis.
Demographic information on each university in the
systems was obtained from 1989-90 Index for the College
Catalog Collection from Sherrod Library at East Tennessee
State University.

The total number of academic deans was

50; and the total number of department chairpersons was 356.
The researcher included in this study all 50 academic deans;
and all department chairpersons in the colleges which
consisted of less than nine department chairpersons.

For

those colleges that comprised more than nine departments,
nine chairpersons were selected to participate in the study,
using a simple random sampling procedure.

Of 356 department

chairpersons, 285 were selected for the study.

Tnstruments

Three instruments were employed to elicit information
about the self-perceived leadership behavior of academic
deans, the leadership behavior of academic deans perceived
by the department chairpersons, and the job satisfaction of
department chairpersons.
The instrument used in this study to measure the
leadership behavior of academic deans was the Leadership
Practices Inventory developed by Kouzes and Posner (1987).
The leadership Practices Inventory had two forms:

Self and
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Other.

Each form contained 30 items, with six items

measuring each of the five leadership practices:

(1)

challenging the process; (2) inspiring a shared vision; (3)
enabling others to act; (4) modeling the way, and (5)
encouraging the heart.

Each item was rated on a five-point

Likert scale and a higher value represented greater use of a
leadership behavior:

(1) indicates that the leader rarely

does what the statement describes; (2) that he/she does it
once in a while; (3) that he/she sometimes does it; (4) that
he/she does it fairly often; and (5) he/she does it very
often or frequently.

The leadership Practices Inventorv-

Self and Other only differ whether the behavior described
refers to the respondents or to some other specific
individuals (Kouzes & Posner, 1987).
The Leadership Practices Inventory was designed by
Kouzes and Posner (1987) on the basis of feedback from
respondents and factor analysis of various sets of
behaviorally based statements.

The LPI was first completed

by 120 M.B.A. part-time students.
had supervisory experiences.

More than half of them

After the subjects completed

the instrument, the items that were reported to be difficult
and ambiguous were either replaced or eliminated.
Successive administrations of the instrument in the earlier
stages of development involved more than 3000 managers and
their subordinates.

Internal validity of the instrument was

tested; and the factor analysis was conducted.

Initial
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analysis extracted five factors:

(1) enabling others to

act, (2) challenging the process, (3) encouraging the heart,
(4) inspiring a shared vision, and (5) modeling the way.
Enabling Others to act indicates that leaders gain the
support and assistance of all those who must make the
project work, and is associated with statements 3, 8, 13,
18, 23, and 28 in LPI.

Challenging the Process suggests

that leaders are pioneers who experiment and innovate, and
includes statements 1, 6, 11, 16, 21, 26 in LPI.
Encouraging the Heart includes those leadership practices of
recognizing contributions and celebrating accomplishments,
and contains statements 5, 10, 15, 20, 25, 30 in LPI.
Inspiring a Shared Vision indicates that leaders spend
considerable efforts imaging what kind of future they would
like to create, and is related to statements 2, 7, 12, 17,
22, and 27.

Modeling the Way encompasses the leader

behavior of setting an example, and includes statements of
4, 9, 14, 19, 24, and 29 in LPI.
poorly were eliminated or revised.

Statements that loaded
The stability of five

factors was tested by analyzing the different samples; and
the individual item factor loadings were consistent with
conceptual framework.

The internal reliability of the

Leadership Practices Inventory was substantial, which ranged
from .69 to .85 on the LPl-Self and from .78 to .90 on the
LPI-Other (Kouzes & Posner, 1987).
In addition, when the LPI-Self and the LPI-Other were
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compared, frequency scores tended to be higher for the LPISelf than the LPI-Other.

In support of Stogdill and Shartle

(1955), that descriptions by subordinates had been shown to
be meaningfully and differentially related to other measures
of leader performance and organization structure, Kouzes and
Posner recommended that, for research purpose, the LPI-Other
appear to provide relatively reliable and valid assessments
of leader behavior.

In the present study, the department

chairpersons were requested to complete the LPI-Other to
indicate their perceptions of the leadership behavior of
their respective deans, while deans were asked to respond to
the LPI-Self to indicate their self-perceived leadership
behavior.
The Index of Job Satisfaction as developed by Brayfield
and Rothe (1951) was selected as the instrument for
ascertaining job satisfaction of the department
chairpersons.

The instrument consisted of 18 questions with

Likert-style responses:

strongly agree, agree, undecided,

disagree, and strongly disagree which were scored 1 to 5 and
summed.

The possible range of scores was thus between 18

(low satisfaction) and 90 (high satisfaction) .
items were reversed.

Half of the

The authors intended the measure to be

applicable to a wide variety of jobs (Cook, Hepworth, Wall &
Warr, 1981).

The first respondents to complete the

questionnaire were 231, young female office-workers.

Their

mean score was 63.8 (s.d=9.4), and the Spearman-Brown
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coefficient of internal reliability was 0.87 (Brayfield &
Rothe, 1951).
Two sets of data provide information about validity.
First, the adult night-school students were divided into two
groups— employed in personnel occupations and not employed
in personnel occupations.

It was found that the students

employed in personnel occupations were more satisfied with
their jobs than those not so employed.

Second, the students

also completed a measure of job satisfaction previously
developed by Hoppock (1935).

The product-moment correlation

between scores on the Hoppock (Form 11) and the BrayfieldRothe index was .92 (Brayfield & Rothe, 1951).
A variety of data pertinent to validity and reliability
were reviewed by Cook, Hempworth, Hall and Warr (1981).
Four reliability coefficients were reported; the mean of the
coefficients, which ranged from .78 to .99, was .89.

The

index appeared to have high reliability.
A demographic data questionnaire was included with the
instruments sent to the respondents.

Specifically, the

researcher wished to determine whether the selected
demographic variables had an impact on perceptions of both
department chairpersons and deans regarding leadership
behavior of academic deans; and on perception of department
chairpersons of their job satisfaction.

The demographic

questions used in the study for chairpersons included:
gender, marital status, highest degree earned, academic
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rank, number of years in current role as a chairperson or
number of years as a chairperson.

The demographic questions

used in the study for deans comprised: age, gender, marital
status, highest degree earned, academic rank, number of
years in current deanship, or number of years as a dean.
The demographic questionnaire for deans was intended to
provide profiles of academic deans in public universities.

Collection of Data
A cover letter describing the purpose of the study
and urging individual participation in the study, together
with the instruments, was sent to each subject in the study
(See Appendixes A-G).

Each dean was sent a package of

materials containing: (1) the cover letter, (2) the
demographic data form, (3) the Leadership Practices
Inventory-Self, and (4) self-addressed envelopes.

Each

department head was mailed a package of materials including:
(1) the cover letter, (2) the demographic data sheet, (3)
the Leadership Practices Inventorv-Other. (4) the Index of
Job Satisfaction, and (5) self-addressed envelopes.

Both

deans and department chairs were requested to complete the
instruments specified in the cover letter and to send the
completed instruments, back to the researcher using the
enclosed self-addressed return envelopes.
Two weeks later, non-respondents were sent a follow-up
letter with another set of materials.

Those who did not
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respond by the requested date after the second set of
materials were contacted by phone as a follow-up request.
Those who did not respond or could not be contacted with all
efforts were treated as non-responding subjects.

Analysis of Data
The data obtained from the Leadership Practices
Inventory, the Index of Job Satisfaction and the demographic
questionnaire were analyzed, using both descriptive and
inferential statistics.

In all hypotheses testing, the

level of significance was set at .05.
In testing null hypothesis 1, one-way analysis of
variance (ANOVA) was used to determine if there was a
significant difference in the perceived leadership behavior
of deans by department chairpersons when department
chairpersons were grouped by age, marital status, highest
degree earned, academic rank, number of years in current
role as a chairperson, or number of years as a chairperson.
The t test for two independent samples was employed to
determine if gender as an independent variable had an impact
on the perception of department chairpersons regarding the
leader behavior of deans.
In testing null hypothesis 2, one-way analysis of
variance (ANOVA) was used to determine if there was a
significant difference in the deans' self-perception of
their leadership behavior when they were grouped by age,
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marital status, highest degree earned, academic rank, number
of years in current deanship or number of years as a dean.
The t test for two independent sample was used to determine
if gender as an independent variable influenced the deans'
self-perception of their leadership behavior.
In testing null hypothesis 3, one-way analysis of
variance (ANOVA) was used to determine if there was a
significant difference in the department chairpersons' job
satisfaction when they were grouped by age, marital status,
highest degree earned, academic rank, number years in
current role as a chairperson, or number of years as a
chairperson.

The t test for two independent sample was

used to determine if gender as an independent variable had
an impact on the department chairpersons' job satisfaction.
In testing null hypothesis 4, the £ test for two
independent samples was used to determine if there was a
significant difference between deans and chairpersons'
perceptions of the leadership behavior of deans.
Finally, Pearson product moment correlation coefficient
was used to determine a relationship between leadership
behavior of deans perceived by department chairpersons and
their job satisfaction.
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CHAPTER FOUR
Presentation and Analysis of Data
Introduction
The purpose of this study was to investigate the
relationship between perceptions of academic deans and
department Chairpersons regarding leadership behavior of
deans, and; to determine the relationship between perceived
leadership behavior of deans and job satisfaction of
department chairpersons in the public higher institutions.
The data were analyzed using t tests for two
independent samples, one-way analysis of variance (ANOVA)
and the Pearson product moment correlation coefficient.

In

all hypothesis testing, the level of significance was set at
.05.

An analysis of data collected and description of the

sample were presented in this chapter.

Sample and Rate of Return
Questionnaires were sent to 285 department chairpersons
in four-year public universities in Tennessee in fall, 1990.
One hundred eighty-eight responses were returned (66%).

Due

to incompletion of 15 questionnaires, useable responses for
department chairpersons were 173 (60%).
were sent to 50 academic deans.

Survey instruments

Forty-two responses were

returned (84%).
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Demographic Characteristics of Respondent
Demographic data forms were mailed with each
questionnaire to department chairpersons and deans.
Demographic data for both deans and chairpersons were
reported concerning respondents' age, gender, marital
status, academic rank, highest degree completed, years of
experiences in current role and total number of years in the
position.

(See Table 1 for summary data.)

Age Distribution of Participants in the Study
Respondents were classified into six age groups.

Of

173 department chairpersons, eleven (6.6%) were under 40 and
12 (7.0%) were over 60.
55 (20%).

The largest group was between 51-

Of 42 academic deans, the youngest was 42; and

the oldest was 62.

Fifteen deans (36%) were between the

ages of 46-50.

Gender of Participants in the Study
Both department chairpersons and deans were
predominantly male.

Females occupied approximately 18% of

the department chairpersons' position and 12% of the deans'
position.

Marital Status of Respondent
One hundred and forty-five (83.8%) chairpersons were
married.

The marital status of deans was similar to that of
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Table 1
Frequencies and Percentages of Demographic Characteristics
of Department. Chairpersons and Deans
Chairpersons
Category

Frequency
N
173

Deans
%

—

Frequency
N = 42

%

AGE
<
40
41 - 45
46 - 50
51 - 55
56 - 60
>
60
Non-response

11
26
30
35
28
12
31

6.6
15.0
17.2
20.2
16.2
7.0
17.9

0
3
15
6
10
8
0

0.0
7.1
35.7
14.3
23.8
19.0
0.0

Gender:
Males
Females
Non-Response

138
31
4

79.8
17.9
2.3

37
5
0

88.1
11.9
0.0

MARITAL STATUS
Married
Never Married
Divorced
Widowed
Non-response

145
9
14
2
3

83.8
5.2
8.1
1.2
1.7

37
1
2
1
1

88.0
4.8
4.8
2.4
2.4

HIGHEST DEGREE
Doctorate
Master
Non-response

164
8
1

94.8
4.6
0.6

42
0
0

100.0
0.0
0.0

ACADEMIC RANK
Assist.Prof.
Assoc. Prof.
Professor
Non-responses

2
37
133
1

1.2
21.4
76.0
0.6

0
1
41
0

0.0
2.4
97.6
0.0

8
47
42
22
53
1

4.6
27.2
24.3
12.7
30.6
0.6

8
12
7
5
10
0

19.0
28.6
16.7
11.9
23.8
0.0

YEARS IN
CURRENT ROLE
<
1
1-3
4-6
7-9
>
9
Non-response
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(Table 1 continued)
Deans

Chairpersons
Category
Frequency

%

Frequency

%

TOTAL NUMBER
OF YEARS
<
1
1-3
4-6
7-9
>
9
Non-response

6
34
36
31
63
3

chairpersons.

3.5
19.7
20.8
17.9
36.4
1.7

6
8
9
5
14
0

14.3
19.0
21.4
11.9
23.8
0.0

Thirty-seven (88.1%) reported being married.

(See Table 1).

Highest Degree Completed
One hundred and sixty-four department chairpersons held
doctorates, and eight (4.6%) held a master's degree.
failed to respond.

All 42 deans held doctorates.

One

(See

Table 1).

Academic Rank of Respondents
Of 173 department chairpersons, slightly more than
three-fourths heid the rank of professor.

Thirty-seven

(21.4%) were associate professors and only two assistant
professors.

In contrast to department chairpersons, almost

all deans were professors (97.6%).

(See Table 1).
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Number of Years in Current Role as a Chairpersons
Data concerning respondents' years in current position
indicated that eight department chairpersons (4.6%) had less
than one-year administrative experience.

Forty-seven

(27.2%) had been in current role for 1-3 years; 42 (24.3%)
had been in current position for 4 to 6 years; 22 (12.7%)
for 7 to 9 years;

and 53 (30.6%) respondents had been

department chairpersons for more than 9 years.
respondent (0.6) did not answer the question.

One
Data were

presented in Table 1.

Total Number of Years as a Chairpersons
The largest group of department chairpersons (63%) had
over 9 years in the position.

Thirty-six (20.8%) served as

chairpersons for 4 to 6 years;
9 years;

Thirty-one (17.9%) for 7 to

thirty-four (19.7%) for 1 to 3 years, and; only

six (3.5%) for less than a year.

Number of Years in Current Deanship
Eight deans (19,0%) had been in current role for less
than 1 year; 12 (28.6%) had been in current role for 1 to 3
years; seven (16.7%) for 4 to 6 years;

five (11.9%) had

been in current position for 7 to 9 years; and 10 (23.8%)
for more than 9 years (See Table 1).
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Total Number of Years as a Dean
Six deans (14.3%) had been dean for less than a year;
eight (19.0%) were on the deanship for 1 to 3 years; nine
(21.4%) for 4 to 6 years; five (11.9%) for 7 to 9 years,
and; 14 (23.8%) for over 9 years (See Table 1).
According to data presented above, the researcher
concluded that, in general, department chairpersons were
predominantly male, married, and between 51 and 55.
were professors and held a doctorate.

They

Academic deans'

characteristics resembled that of department chairpersons.
They tended to be male, married and between 46 and 50.

They

were professors and held a doctorate.

Statistical Analysis
Hypothesis 1 stated that there was no significant
difference in perceived leadership behavior of deans bv
chairpersons when chairpersons were grouped bv age, gender.
marital status, highest degree earned, academic rank, number
of years in current role as a chairpersons, and total number
of years as a chairperson.
One way analysis of variance (ANOVA) was used to
determine if age as an independent variable had an impact on
perception of department chairpersons regarding leadership
behavior of deans.

The department chairpersons were

categorized into six age groups.

Analysis of data indicated

that department chairpersons who were over 60 had highest
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Table 2
Difference between Age of Chairoersonss and Their Perceived Leader Behavior of Dean

Factor

Age

N

M

SD

Source

DF

MS

£

Challenging
the Process

<
41
46
51
56
>

40
45
50
55
60
60

11
26
30
35
28
12

22.80
20.86
21.54
20.58
20.73
21.65

6.53
4.91
4.94
5.99
4.93
4.96

Between Grp.
Within Grp.

5
136

7.78
27.79

.28 NS

-

Inspiring a
Shared Vision

<
41
56
51
56
>

40
45
50
55
60
60

11
26
30
35
28
12

20.83
21.67
21.07
20.94
21.82
23.82

7.08
5.21
5.36
6.95
4.63
4.63

Between Grp.
Within Grp.

5
136

22.23
31.66

.71 NS

-

Enabling Others
to Act

<
41
46
51
56
>

40
45
50
55
60
60

11
26
30
35
28
12

23.17
23.00
22.42
22.82
24.03
25.41

4.58
5.58
6.35
5.80
3.65
4.67

Between Grp.
Within Grp.

5
136

24.74
27.90

.88 NS

-

Modeling the
Hay

<
41
45
51
56
>

40
45
50
55
60
60

11
26
30
35
28
12

23.17
23.00
22.42
22.82
24.03
25.41

4.58
5.58
6.35
5.80
3.65
4.67

Between Grp.
Within Grp.

5
136

22.51
22.91

.98 NS

-

Encouraging
the Heart

<
41
46
51
56
>

40
45
50
55
60
60

11
26
30
35
28
12

23.17
23.00
22.42
22.82
24.03
25.41

4.58
5.58
6.35
5.80
3.65
4.67

Between Grp.
Within Grp.

5
134

40.72
32.35

1.25 NS

-

Overall

<
41
46
51
56
>

-

40
45
50
55
60
60

11
26
30
35
28
12

106.00
110.70
108.96
107.00
111.60
119.12

31.18
21.50
24.24
29.26
19.40
18.73

Between Grp.
Within Grp.

5
134

373.76
567.94

.66 NS

00
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mean ratings of deans on Inspiring a Shared Vision (M =
23.82), Enabling Others to Act (M =* 25.41), Modeling the Way
(M = 23.94), and Encouraging the Heart (M = 24.29).

The

department chairpersons under 40 rated deans highest on
Challenging the Process (M = 22.80).

No two groups were

found significantly different at .05 level either, on any of
the five factors, or in overall mean scores of LPI-Other
(See Table 2), therefore, the null hypothesis was retained.
A t test was used to determine if there was a
significant difference between males and females in their
perception of leadership behavior of deans.

Of 173

participants, there were 138 males (79.8%) and 31 females
(17.9%).

Four failed to respond to the question.

Analysis

of data indicated no significant difference between the male
and female in perception of leadership behavior of their
respective deans.

The null hypothesis that there was no

significant difference in perceived leadership behavior of
deans between male and female department chairpersons was
retained.

The mean scores of the female department

chairpersons tended to be slightly higher than that of the
male department chairpersons on all of the five factors,
except for Modeling the Way (See Table 3).
One way analysis of variance (ANOVA) was used to
determine if there was a relationship between marital status
of department chairpersons and their perception of
leadership behavior of deans.

The marital status of
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Table 3
Difference between Gender of Chairpersons and perceived
Leader Behavior of Deans
Gender

N

Challenging
the Process

Male
Female

133
31

20.68
22.29

5.33
4.98

-1.52 NS

Inspiring a
Shared Vision

Male
Female

138
31

21.13
22.32

5.71
6.60

-1.02 NS

Enabling Others
to Act

Male
Female

137
31

22.81
24.06

5.85
5.20

-1.10 NS

Modeling the Way

Male
Female

136
31

21.90
21.42

5.25
5.06

-.51 NS

Encouraging the
Heart

Male
Female

137
30

22.40
22.53

5.90
5.30

-.11 NS

Overall

Male
Female

131
30

108.54
112.97

25.72
22.49

-.87 NS

M

SD

t

Factor

department chairpersons were classified into three groups,
married, never married, and divorced.

No significant

difference was found when overall ratings were computed.
Therefore, the null hypothesis was retained (See Table 4).
Analysis of data indicated that no two groups were
significantly different on Challenging the Process, Enabling
Others to Act, Modeling the Way and Encouraging the Heart.
However, there was a significant difference on ratings of
Inspiring a Shared Vision (F = 3.45, p < .01).

The Student

Neuman Keuls procedures indicated that never married and
divorced department chairpersons had significantly different
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Table 4
Difference between Marital Status of Chairpersonss and Their Perceived Leader

Behavior
SD

Source

21.14
20.16

5.17
4.18
6.54

Between Grp. 2
Within Grp. 162

145
9
14

21.57
22.89
17.82

5.42
4.49
8.65

Between Grp. 2 113.75
Within Grp. 162 32.98

Married
Never Married
Divorced

145
9

23.06
24.11
22.06

5.60
5.03
7.11

Between Grp. 2
Within Grp. 162

Married
Never Married
Divorced

145

22.07
23.11
20.13

5.00
2.89
7.24

Married
Never Married
Divorced

145

22.52
25.00
20.13

Married
Never Married
Divorced

145

110.16
113.14
98.13

N

Factor

Marital Status

Challenging
the Process

Married
Never Married
Divorced

145
9
14

Inspiring a
Shared Vision

Married
Never Married
Divorced

Enabling
Others to
Act
Modeling
the Hay
Encouraging
the Heart
Overall

* p < 0.01

14

9
14

9
14

9
14

M
20.01

D.F

MS'

z
.24

NS

3.45

*

12.78
32.83

.39

NS

Between Grp. 2
Within Grp. 162

33.73
26.65

1.27

NS

5.59
4.80
7.24

Between Grp. 2
Within Grp. 162

69.86
32.68

2.14

NS

23.97

Between Grp. 2
Within Grp. 162

1,038
616

1.68 NS

20.10

33.53

6.68
27.91

72
perception regarding the factor: Inspiring a Shared Vision.
Never married department chairpersons were found to have a
mean score of 22.89 while divorced department chairpersons
had a mean rating of 17.82.
A t test was used to determine if there was a
significant difference between the ratings by department
chairpersons with a doctorate and by those with a Master's
degree in their perception of leadership behavior of deans.
Analysis of the data revealed no significant difference
either on any of the five factors or in overall mean scores
of LPI-Qther.

The null hypothesis was retained (See Table

5).
A t test was used to determine if there was a
significant difference between perceived leadership behavior
of deans and the academic rank of department chairpersons.
Of 173 participants, there were two assistant professors, 37
associate professors and 133 professors.
indicate his/her rank.

One person did not

Because there were so few assistant

professors, the assistant professors and associate
professors were combined into one group.

Although

professors gave higher ratings on all factors except
Challenging the Process, there was no significant difference
either on any of the five factors or in overall mean scores
of LPI-Qther (See Table 6).
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Table 5
Difference between the Highest: Degree Earned bv Chairpersons
and Perceived Leader Behavior
Factor

Highest
Degree

N

M

SD

Challenging
the Process

Doctorate
Master's

159
8

20.98
21.63

5.32
4.77

-.34 NS

Inspiring a
Share Vision

Doctorate
Master's

164
8

21.38
21.13

5.90
4.91

.12 NS

Enabling Others
to Act

Doctorate
Master's

163
8

23.10
22.75

4.72
5.72

.17 NS

Modeling the
Way

Doctorate
Master's

162
8

21.96
22.50

5.20
4.54

-.29 NS

Encouraging the
the Heart

Doctorate
Master's

162
8

22.43
23.63

5.76
5.71

-.57 NS

Overall

Doctorate
Master's

156
8

109.41
111.6

25.15
22.51

-.27 NS

One way analysis of variance (ANOVA) was used to
determine if number of years in current role as a
chairperson impacted perception of chairpersons regarding
leadership behavior of deans.

It was found that

chairpersons in their current position for less than one
year gave the highest mean ratings on Inspiring a Shared
Vision (M = 22.75) and Modeling the Way (M = 23.25).

Those

who were in current role for 4-6 years gave the highest mean
ratings on Challenging the Process (M = 22.60) and
Encouraging the Heart (M = 24.04) respectively.

Finally,

department chairpersons with over 9-year administrative
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Table 6
Difference between Academic Rank of Department Chairpersons
and Perceived Leader Behavior of academic Deans
Factor

Academic
Rank

Challenging the
Process

Professor
Assist. &
Assoc. Prof.

Inspiring a
Shared Vision

Professor
Assist. &
Assoc.Prof.

Enabling Others
to Act

Professor
Assist. &
Assoc.Prof.

Modeling the
Way

Professor
Assist. &
Assoc.Prof.

Encouraging the
Heart

Professor
Assist. &
Assoc.Prof.

Overall

Professor
Assist &
Assoc.Prof.

M

N

SD

130

20.88

37

21.46

133

21.55

39

20.74

132

23.47

39

21.77

131

22.13

39

21.48

132

22.77

5.40

38

21.50

6.82

128

110.64

23.86

36

5.28

-.58 NS

5.37
5.49

.76 NS

6.98
5.26

1.42 NS

6.93
5.00

.69 NS

5.72
1.20 NS

1.09 NS

105.53 28.57

experience in current position gave the highest mean score
on Enabling Others to Act (M = 24.13).

However,

the data

indicated that no two groups were significantly different at
.05 level either on any of the factors or in the overall
mean scores of the LPI-Qther. Therefore, the hypothesis
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that there was no significant difference in perceived
leadership behavior of deans by department chairpersons when
they were grouped by the number of years in current role as
a chairpersons was retained (See Table 7).
One way analysis of variance was used to determine if
there was a significant difference in perceived leadership
behavior of academic deans by chairpersons when they were
grouped by the total number of years as chairpersons.
Analysis of data indicated that a significant differences
existed on Challenging the Process, Inspiring a Shared
Vision, Enabling Others to Act, and Modeling the Way.

The

significant difference was also found when the overall mean
scores of LPI-Qther were computed.

The Student Neuman-Keuls

procedures indicated that the overall mean scores of
department chairpersons with 1-3 years' experience were
significantly different from those of department
chairpersons with over 9 years of experience at .05 level.
Therefore, the null hypothesis was rejected.

(See Table 8).

Chairpersons in current role for 7-9 years had the lowest
mean scores on Challenging the Process (18.77), Inspiring a
Shared Vision (19.23), Enabling Others to Act (20.32), and
Encouraging the Heart (21.29).

In addition, on Modeling the

Way, they had the second lowest mean score (20.87) next to
the chairpersons in current role for 1-3 years whose mean
score was 19.97.

On the other hand, the department

chairpersons with less than 1 year administrative experience
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Table 8
Difference between
Behavior

ears in the Chairoersonss' Position and Perceived LeadershiD

Factor

ars

Challenging
the Process

Inspiring a
Shared Vision

Enabling Others
to Act

N

H

SO

1

6
34
36
31
63

24.20
19.67
22.60
18.77
21.52

3.56
6.26
4.13
4.77
5.19

Between Grp.
Within Grp.

4
160

92.3426.17

3.53 **

- 3
- 6
- 9
9

23.67

Between Grp.
Within Grp.

4
165

81.26
32.63

2.49

22.97
19.23
21.69

4.37
7.09
4.56
4.90
5.93

Between Grp.
Within Grp.

4
164

106.57
31.03

3.43

*•

Between Grp.
Within Grp.

4
163

83.89
25.46

3.29

e

Between Grp.
Within Grp.

4
163

34.48
33.42

1.03

MS

Between Grp.
Within Gxp.

4
1674.80
163 600.51

2.79

*

1

6

- 3
- 6
- 9
9

34
36
31
63

1

6

- 3
- 6
- 9

34
36
31

25.00
21.94
23.74
20.32

3.51
6.71
5.96
5.70

9

63

24.39

4.68

X

6
34
36
31

25.83
19.97
22.77
20.87

2.02

- 3
- 6
- 9

9

62

22.87

5.20

1

6

- 3
- 6
- 9
9

34
36
31
63

22.60
21.41
23.42
21.29
23.10

5.60
6.33
5.57
5.31

118.75
102.55
116.06
100.48
113.18

17.50
29.79
22.74
22.61
23.48

Modeling the Way

Encouraging
the Heart

6

6

- 3
- 6
- 9

34
36
31
63

Overall

9
*

a < .os

**

20.11

a <

5.86
4.44
4.75

Source

OF

MS

£

*

6.20

■vj

78
consistently had the highest mean scores on four of the five
factors.

Their mean scores were 24.20 on Challenging the

Process, 23.67 on Inspiring a Shared Vision, 25.00 on
Enabling Others to Act, and 25.83 on Modeling the Way (See
Table 8).
Hypothesis 2 stated that there was no significant
difference in deans' self-perception of their leadership
behavior when deans were grouped bv aae. gender, marital
status, highest degree completed, academic rank, number of
years in current deanship or total number of years as a
dean.
One way analysis of variance was used to determine if
there was a significant difference in self-perceived
leadership behavior when deans were grouped by age.
Forty-two respondents were classified into 5 age groups (See
Table 9).

Deans under the age of 45 had the highest mean

scores on Challenging the Process (27.00) and Modeling the
Way (27.33) while deans between 51-55 had the highest mean
scores on Inspiring a Shared Vision (M = 26.33) and
Encouraging the Heart (M = 26.50).

On Enabling Others to

Act, the deans between 56-60 had the highest mean score
(27.90).

Analysis of data indicated that no significant

difference existed in self-perceived leadership behavior
ratings either in factor means or in overall mean scores of
the LPI-Self.

The null hypothesis that there was no

significant difference between age and self-perceived
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leadership behavior was retained.

The data were presented

in Table 9.
A t test was used to determine if there was a
significant difference between gender and self-perceived
leadership behavior.
deans.

There were 37 male deans and 5 female

T test yielded insignificant t scores, therefore,

the null hypothesis was retained (See Table 10).

Table 10
Difference between Gender and Self-perceived Leader Behavior
M

Factor

Gender

N

Challenging
the Process

Males
Females

37
5

24.43
25.40

3.27
1.52

-.12 NS

Inspiring a
Shared Vision

Males
Females

37
5

24.97
25.80

3.04

-.59 NS

Enabling Others
to Act

Males
Females

37
5

27.11
26.40

2.28
1.89

.68 NS

Modeling the Way

Males
Females

37
5

24.92
25.20

3.28
1.64

-.19 NS

Encouraging the
Heart

Males
Females

37
5

24.68
24.80

3.09
2.04

-.12 NS

Overall

Males
Females

37
5

126.11
127.60

10.80
4.67

-.54 NS

SD

t

A t test was used to determine if there was a
significant difference between self-perceived leadership
behavior and marital status of deans.

The marital status of

the dean were classified into two groups— married and other.
Group 1 consisted of 37 married deans, while group 2 was
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comprised of one person who was never married; two people
who were divorced, and one person who was widowed.

Statis

tical analysis indicated no significant difference on any
factors or in overall mean scores of LPI-Self (See Table
11 ).

Table 11
Difference between Marital Status of Deans and
Self-perceived Leader Behavior
Factor

Marital Status

N

M

t

SD

Married
Other

37
5

24.46
25.25

3.22
2.87

-.47 NS

Inspiring a
Shared Vision

Married
Other

37
5

25.05
25.50

3.10
1.00

-.28 NS

Enabling Others
to Act

Married
Other

37
5

27.10
26.00

2.23
1.82

2.17 NS

Modeling the
Way

Married
Other

37
5

24.95
27.00

2.93
1.63

-2.17 NS

Encouraging
the Heart

Married
Other

37
5

24.92
23.00

3.06
1.63

2.00 NS

Overall

Married
Other

37
4

126.57
126.75

10.51
7.41

*
0•
1

Challenging
the Process

NS

As for the relationship between self-perceived
leadership behavior and highest degree completed and
academic rank of the dean, no statistical analysis was
conducted because all of the participants held a doctorate
and 41 out of 42 were professors.
One way analysis of variance was used to determine if
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there was a significant difference between self-perceived
leadership behavior and years in current deanship.
Forty-two deans were divided into 5 groups:

Less than 1

year, 1-3 years, 4-6 years, 7-9 years, and finally over 9
years.

Deans in their current position for less than a year

had highest mean scores on all of the five factors.

Deans

with 4-6 years in their current position had the lowest
means on all factors, except Modeling the Way where those
with 7-9 years were lowest.

The groups were not

significantly different at .05 level on any factors, except
for Enabling Others to Act.

The Student Neuman-Keuls

procedures indicated that significant difference existed
between group 3 and group 5 on Enabling Others to Act.
However, when the overall mean scores of LPI-Qther were
computed, no significant difference was found (See Table
12 ).

One way analysis of variance was used to determine if
there was a significant difference between total number of
years in deanship and the self-perceived leadership
behavior.

The deans who had been dean less than 1 year were

found to have highest mean scores on Challenging the Process
(25.83), Enabling Others to Act (27.83), and Modeling the
Way (25.83). (See Table 13).

The deans with 1-3 years

experience in their deanship perceived their leadership
behavior more effectively on Inspiring a Shared Vision (M =
26.38), and Encouraging the Heart (M = 26.25).

The analysis
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Table 13
Difference between Self-Perceived Leadership Behavior and.Total Years as Dean
Factor

Years

N

M

SD

challenging
the Process

<
1
1 ■ 3

8

12

25.83
25.50

1.60
1.93

7
5

24.33

22.20

10

24.43

4.03
4.49
2.82

8
12

25.37
26.38
25.22
24.00
24.49

4 — 6
7 - 9
>
9
Inspiring a
Shared Vision

<

1

1

3

4 - 6
7 - 9
> 9
Enabling Others
to Act

1
1 - 3
4 — 6

<

7 — 9
>
9
Modeling the Hay

<

1
1 - 3
4 — 6
7 - 9
>
9

Encouraging the
Heart

<

1
1 - 3
4 - 6

7
>
Overall

9
9

MS

£

4
37

11.34

1.19

NS

2.14
2.67
3.42
3.24
2.95

Between Grp.
Hithin Grp.

4
37

7.92

.91

NS

27.83
26.75
26.11
27.40
27.58

1.47
1.75
2.15
1.82
2.70

Between Grp.
Hithin Grp.

4
37

3.52
4.70

.71

NS

3.31
2.95
3.59
3.90

Between Grp
Hithin Grp.

4
37

2.04
10.53

.19

NS

7
5

25.83
25.13
24.89
24.20

10

24.79

2.91

8
12

2.48
2.60
3.08
3.42

Between Grp.
Hithin Grp.

4
37

10.23
8.65

1.18

NS

7
5

25.84
26.25
24.00
24.20

10

23.93

3.02

8 131.17

7.09
9.35
13.43
11.05
9.14

Between Grp.
Hithin Grp.

4
37

101.66

.97

NS

7
5

10
8
12
7
5

12
8
12

12

7

130.00
124.56

>

5
14

124.71

9

DF

Between Grp.
Within Grp.

<
1
1 - 3
4 ~ 6

7 - 9

Source

122.00

8.68

105.19

OO
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of data indicated that no two groups were significantly
different either on any factors or on the whole scale at .05
level.

Therefore, the null hypothesis that there was no

significant difference between self-perceived leadership
behavior of deans and their total number years in deanship
was retained.
Hypothesis 3 stated that there was no significant
difference in perception of job satisfaction bv department
chairpersons when they were grouped bv aae. gender, marital
status, highest degree earned, academic rank, a number of
years in a current position and tota~( number of years as a
chairperson.
One-way analysis of variance (ANOVA) was used to
determine if age as an independent variable had an impact on
perception of department chairpersons regarding their job
satisfaction.

The department chairpersons were categorized

into six age groups.

There was a clear incremental increase

in job satisfaction by age group.

Department chairpersons

over 60 were found to have the highest mean (80.29) while
the department chairpersons under the age of 40 had the
lowest mean score (75.40).

Although the age were closely

related to the perception of the job satisfaction, analysis
of data revealed that no two groups were significantly
different at .05 level.

The null hypothesis was retained.

The data were presented in Table 14.
A t test was used to determine if there was a
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Table 14
Relationship between Age and Job Satisfaction of Department
Chairpersons
Age
<
41
46
51
56
>

-

40
45
50
55
60
60

N

M

8
20
27
31
32
14

75.33
76.15
76.67
78.90
79.25
80.29

SD

Source

11.36
7.13
10.54
9.96
9.98
11.47

F

MS

Between Grp.
Within grp.

61.32
98.98

.62 NS

Table 15
Difference between Gender of Chairpersons and Job
Satisfaction
Gender

N

Male
Female

127
30

M

SD

74.02
76.50

9.63
8.32

t
-1.30

MS

relationship between job satisfaction and gender of
department chairpersons.

Although female chairpersons

slightly had a higher mean score than did male chairpersons
(76.5 versus 74.0), the null hypothesis was retained
(t = -1.3).

Data were presented in Table 15.

One way analysis of variance (ANOVA) was used to
determine if there was a relationship between marital status
of department chairpersons and their perception of job
satisfaction.

The marital status of department chairpersons

were classified into three groups, married, never married
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and divorced.

Although the divorced department chairpersons

were found to have the highest mean (81.85) and those never
married had the lowest mean of 74.50, the statistical
analysis indicated that no two groups were significantly
different at .05 level, therefore null hypothesis was
retained.

The Data were presented in Table 16.

Table 16
Difference between Marital Status and Job Satisfaction of
Deoartment Chairpersons
Marital
Status

N

Married
Never
Married
Divorced

M

SD

135

78.04

9.58

Between groups

8

74.50

8.94

Within groups

13

81.85

9.20

Source

MS

142.24

P

1.57 N!

90.62

A t test was employed to determine if there was a
significant difference in perception of job satisfaction
between department chairpersons with a doctorate or with a
Master's degree.

Although department chairpersons with a

doctorate were found to have a lower mean (74.42) than
department chairpersons with a Master's degree (75.71)

The

t test yielded j: value of .35 and the null hypothesis was
retained.

The results were presented in Table 17.

A t test was used to determine if there was a
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Table 17
Difference Between Highest Degree Earned of Chairpersons
and Their Job Satisfaction
M

SD

D.F

t

151

74.42

9.50

156

-.35

7

75.71

6.99

Highest
Degree
Doctorate

N

Master's

NS

Table 18
Relationship between Academic Rank of Chairpersons and Their
Job Satisfaction
Academic
Rank
Professor
Assit. &
Assoc. Prof.

N

SD

M

121

78.93

9.19

37

76.14

10.35

D.F

157

£

1.57

NS

difference between perceptions of job satisfaction and the
academic rank of department chairpersons.

Because there

were only two assistant professors, they were grouped with
37 associate professors.

Professors were found to have

slightly a higher mean score than assistant and associate
professors.

The mean score for professors was 78.93 with a

standard deviation of 9.19 and the mean score for associate
and assistant professors was 76.14 with a

standard

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

89
deviation of 10.35.

Since level of significance was greater

than 0.5, the null hypothesis was retained (See Table 18).
One way analysis of variance was used to determine if
there was a close relationship between perception of job
satisfaction and years in current role as a chairpersons.
Department chairpersons were classified into five groups.
The department chairpersons in current role for over 9 years
had the highest mean score (80.25) among all the groups.

In

contrast, the chairpersons with less than 1 year
administrative experience tended to be less satisfied with
their jobs than their counterparts.

Their mean score was

74.13 with a standard deviation of 14.62.

Though mean

scores on the Index of Job Satisfaction for five groups were
different, the statistical analysis indicated no significant
difference existed between the two groups at .05 level of
significance.

The null hypothesis was retained.

The

results were presented in Table 19.
Table 19
Relationshio between Years in Current Role as a Chairoersons
and Their Job Satisfaction
Years
N
Experience
<
1
1 - 3
4 - 6
7 - 9
>
9

8
43
36
22
49

M

74.13
76.91
79.17
76.63
80.25

SD

14.62
10.31
8.95
9.67
7.89

Source

Between grp.
Within grp.

MS

F

124.02
89.68
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One way analysis of variance was used to determine if
there was a significant difference in perception of job
satisfaction of department chairpersons when they were
grouped by the total number of years as chairpersons.

The

lowest mean on the Index of Job Satisfaction was 75.10
(those having 7-9 years) and the highest was 80.95 (those
having over 9 years).

Analysis of data indicated that no

two groups were significantly different at .05 level,
therefore the null hypothesis was retained.

The results

were presented in Table 20.

Table

20

Relationship between and Total Number of Years as a
Chairperson and Their Job Satisfaction
Years
N
Experience
<
1
1-3
4-6
7-9
>
9

6
32
31
29
58

M

78.33
75.91
78.22
75.10
80.95

SD

10.27
8.57
10.03
11.21
8.23

Source

Between Grp.
WithinGrp.

MS

221.15
87.52

F

2.52 NS

Hypothesis Four stated that there was no significant
Difference between deans1 and chairpersons1 perceptions of
leadership behavior of deans.
A t test was used to determine if there was a
significant difference between mean ratings of deans and
department chairpersons on each of the five factors on
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Leadership Practices Inventory-Self and Other.

The analysis

of data indicated that mean scores of all five factors on
LPl-Self were significantly higher than that of LPI-Other at
.001 level.

Statistical analysis indicated that deans

perceived their leadership practices as described in LPISELF frequently or very frequently.

On the other hand,

department chairpersons perceived deans' leadership
practices as described in LPI-Other as sometimes or fairly
frequently.

Furthermore, when the overall mean scores of

LPI-Other and LPI-Self were computed, the t test yielded
similar results.

The hypothesis that there was no

Table 21
Comparison of Leadership Practices Inventory— Self and Other
Factor

Group

N

M

SD

t

Challenging
the Process

Chairpersons
Dean

173
42

21.01
24.55

5.15
3.12

- 5.61 *

Inspiring a
Shared Vision

Chairpersons
Dean

173
42

21.36
25.07

5.83
2.93

- 5.85 *

Enabling
Others to Act

Chairpersons
Dean

173
42

23.10
27.03

5.70
2.13

- 7.16

*

Modeling
the Way

Chairpersons
Dean

173
42

21.99
24.95

5.15
3.12

- 4.76

*

Encouraging
the Heart

Chairpersons
Dean

173
42

22.47
24.69

5.74
2.97

- 3.50

*

Overall

Chairpersons
Deans

173
42

109.54
126.29

24.90
10.24

- 6.60

*

*

p < .001
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significant difference between self-perceived leadership
behavior and perceived leadership behavior of deans by
department chairpersons was rejected.

Data were presented

in Table 21.
Hypothesis 5 stated that there was no significant
relationship between perception of leadership behavior of
deans and •job satisfaction of department chairpersons.
Pearson product-moment correlation coefficient was used
to determine the relationship of perception of leadership
behavior of deans and job satisfaction of department
chairpersons.

The statistical analysis indicated that there

was a significant relationship between leadership behavior
of deans perceived by chairpersons and job satisfaction of
chairpersons.

The moderate positive correlation were found

to exist between perceived leadership behavior and job
satisfaction of department chairpersons with r = .34 at .01
level.

Therefore, the hypothesis that there was no

significant relationship between perceived leadership
behavior of deans and job satisfaction of department
chairpersons was rejected.
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Chapter Five
Summary, Findings, Conclusions, and Recommendations

Summary

The primary purpose of this study was to determine if a
relationship existed between the perceptions of academic
deans and department chairpersons regarding leadership
behavior of deans as measured by the Leadership Practices
Inventory (Kouzes & Posner, 1987).

Secondly, the study

attempted to investigate if there was a relationship between
perceived leadership behavior of deans and
of department chairpersons, as measured

job satisfaction

by the Index of Job

Satisfaction (Brayfield & Rothe, 1951).
The study involved a random sample

of 50 deans and 285

department chairpersons from 10 public universities in
Tennessee.

Responses were received from 173 department

chairpersons (60%) and 42 deans (84%).

The data were

collected through survey questionnaires and hypotheses were
tested in null format using t tests for two independent
samples, one-way analysis of variance and the Pearson
product moment correlation coefficient as appropriate.
Hypotheses 1 and 2 addressed the effect of the demographic
variables on perceived and self-perceived leadership
behavior of deans, as measured by the Leadership Practices
Inventory (Kouzes & Posner, 1987).

The relationship between

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

demographic characteristics of department chairpersons and
their job satisfaction, as measured by the Index of Job
Satisfaction (Brayfield & Rothe, 1951) was the focus of
Hypothesis 3.

The fourth hypothesis was intended to examine

if there was significant difference between deans and
department chairpersons concerning their perceptions of
leadership behavior of deans.

Hypothesis 5 focused on the

relationship between department chairpersons' perception of
leadership behavior exhibited by academic deans and their
job satisfaction.

The data were tested at the .05 level of

significance.
Following are the findings relevant to each of the
hypotheses:
1.

Hypothesis 1 stated that there was no significant

difference in the perceived leader behavior of deans by
department chairpersons when department chairpersons were
grouped by age, gender, marital status, highest degree
earned, academic rank, number of years in current role as a
chairperson, or total number of years as a chairperson.

No

significant difference was found between age, gender,
highest degree completed, academic rank, and a number of
years in current position as a chairperson and the mean
score on Leadership Practices Inventory-Other.

However,

marital status of chairpersons and total number of years in
department chairpersons' position did have a significant
impact on the perception of department chairpersons
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regarding one aspect of leadership behavior of deans.

The

department chairpersons who were never married gave deans
higher ratings than those who were divorced on Inspiring a
Shared Vision on Leadership Practices Inventorv-Other

In

addition, the total number of years as a chairperson was
found to be significantly related to the overall mean on
LPI-Other.

The department chairpersons in the position for

total of less than a year had significantly higher means on
Challenging the Process, Inspiring a Shared Vision, Enabling
Others to Act and Modeling the Way on LPI-Other when
compared to the other groups.
2.

Hypothesis 2 examined the relationship between

demographic characteristics of deans and their self
perceived leadership behavior scores.

No significant

difference was found between age, gender, marital status,
highest degree completed, academic rank, and total number of
years in deanship and the self-rated mean on LPI-Self. Yet,
the number of years in current deanship was found to be
significantly related to self-ratings on one aspect of
leadership:

Enabling Others to Act.

Deans in their current

deanship for less than 1 year tended to score themselves
higher than the other groups did on Enabling Others to Act.
However, no significant difference was found on Challenging
the Process, Inspiring a Shared Vision, Modeling the Way and
Encouraging the Heart.
3.

Hypothesis 3 stated that there was no relationship
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between demographic characteristics of department
chairpersons (including age, gender, marital status, highest
degree completed, academic rank, a number of years in
current role and total number of years in department
chairpersons' position) and their scores on job
satisfaction.
4.

This hypothesis was retained.
Hypothesis 4 stated that there was no significant

difference between perceptions of deans and department
chairpersons regarding leadership behavior of deans.

A

significant difference was found between the deans' selfrated mean on LPI-Self and the mean on LPI-Other rated by
department chairpersons.

Deans had significantly higher

means than department chairpersons in all aspects of
leadership practices - Challenging the Process, Inspiring a
Shared Vision, Enabling Others to Act, Modeling the Hay and
Encouraging the Heart.
5.

The null hypothesis was rejected.

Hypothesis 5 stated that there was no significant

relationship between perceived leadership behavior exhibited
by deans and job satisfaction of department chairpersons.

A

moderate positive correlation was found to exist between
mean scores on LPI-Other and the Index of Job Satisfaction
with r = .34 which was significant at .001 level.
Therefore, the hypothesis that there was no significant
relationship between perceived leadership behavior of deans
and job satisfaction of department chairpersons was
rej ected.
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Conclusions
The conclusions that followed were based upon the
findings of this study and the limitations.

The sample was

limited to public universities in Tennessee; therefore, the
conclusions are applicable to that population.
1.

Overall, demographic characteristics of department

chairpersons are not related to how the department
chairpersons perceived leadership behavior of deans.
However, administrative experience as department
chairpersons had a significant impact on how department
chairpersons perceived deans' leadership behavior, as
measured by the LPI-Other.

Department chairpersons with

less experience perceived deans to be more effective than
those who had more experience.
2.

In general, demographic characteristics of academic

deans are not related to their self-perceived leadership
behavior.
3.

Deans and department chairpersons had significantly

different perceptions regarding the leadership behavior of
deans.

Deans perceived their leadership behavior as more

effective than department chairpersons did on every aspects
of Leadership Practices Inventory.

Deans believed that they

engaged the leadership practices frequently while department
chairpersons perceived that deans sometimes exhibited the
leadership practices as described in LPI.

The descriptions

of deans' leadership practices by department chairpersons
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may provide relatively valid and reliable assessment of
deans' leader behavior.
4.

Though the administrative experience as a

chairperson are not significantly related to the department
chairpersons' job satisfaction, the department chairpersons
with more experience did feel more satisfied with their jobs
than the department chairpersons with less experience.

The

findings suggested that when chairpersons have more
experience and skills in handling budgeting process,
professional development of the development, and the
interpersonal relationships with the faculty and
administrative hierarchy within the college, they fulfill
the needs of self-actualization and have a positive
affective attitude toward their jobs.
5.

There was a significant relationship between

perceived leader behavior of deans and job satisfaction of
department chairpersons.

It is suggested that the

department chairpersons, who perceived deans'leadership
behavior as more effective, are more satisfied with their
jobs.

Recommendations
The following recommendations are made on the basis of
the findings and conclusions drawn from the analysis of data
gathered in this study:
1.

The inservice training programs on leadership
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practices as described in LPI should be conducted for
academic deans and other middle administrators in higher
education.
2.

Further research be conducted to identify other

potential factors (For example, pay, work, promotions,
supervision or co-workers) that may have an impact on the
job satisfaction of department chairpersons.
3.

A replication of this study should be conducted in

selected public universities nationally in order to increase
the generalizability of the findings.
4.

Different research methodology, such as the use of

another evaluating instrument or the selection of other
groups within the higher education setting, should be chosen
to verify the validity of the conclusions.
5.

Further research should be conducted to investigate

leadership and perceived effectiveness of college
presidents.
6.

Similar studies should be conducted to determine

the relationship between leadership behavior of academic
deans and the organizational effectiveness of colleges.
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DEMOGRAPHIC DATA
(Department Cha irpersons)
Instructions:
Please check the appropriate
response for each item.
1.

Your name ________

2.

Sex:

3

Please fill in your date of birth:

4.

Male

Female

month/year
Marital Status:
Married
Never married
Divorced
Widowed

5.

Highest Degree Earned;
Doctorate
Master's
Baccalaureate

6.

Academic Rank;
Assistant Professor
Associate Professor
Professor

7.

Years in current role as a chairperson:
Less than 1 year
1 - 3 years
4 - 6 years
7 - 9 years
Over 9 years

8.

Total year as a chairperson
less than 1 year
1 - 3 years
4 - 6 years
7 - 9 years
over 9 years
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Demographic Data of Deans

Instructions: Please check the
appropriate response for each item.
1.

Your name__

2.

Sex:

3.

Please fill your date of Birth:

Hale

Female

Month/ Year
4.

Marital
______
______
______
______

Status:
Married
Divorced
Single
Widowed

5.

Highest
______
______
______

Degree Earned;
Doctorate
Master's
Baccalaureate

6.

Academic
_______
_______
_______

7.

Years in Current Deanship:
______ 1 - 3 years
______ 4 - 6 years
______ 7 - 9 years
______ Over 9 years

8.

Total years as a Dean (including this
deanship):
______ Less than 1 year
______ 1 - 3 years
______ 4 - 6 years
______ 7 - 9 years
______ Over 9 years

Rank:
Professor
Associate Professor
Assistant Professor
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KOUZES POSNER INTERNATIONAL, INC.
2330 Forbes Avenue, Suite A
Santa Clara, California 95050
April 2, 1990
Mr. Zhi-lin Xu
Department of Educational Leadership and
Policy Analysis
East Tennessee State University
Johnson City, Tennessee 37614
Dear Zhi-lin Xu:
Thank you for your correspondence of March 21 requesting
permission to use the Leadership Practices Inventory (LPI) in
your doctoral research.
We are pleased to allow you to make
copies of the LPI in your research studies to the extent outlined
in your letter and according to the following three stipulations:
1. That the following copyright notice appear on all copies
of the LPI-Self and LPI-Other:
Copyright 1990 by Kouzes
Posner International, Inc. Used with permission.
2.
That we receive one (1) copy of all reports, papers,
articles, including your dissertation itself, etc. which
make use of the LPI data.
3.
That the LPI may not be sold or used in workshop
settings. In other words, that the LPI will be used by you
solely as a research instrument.
If you agree to the terms outlined above, please sign one copy of
this letter and return it in the enclosed envelope. Enclosed is
are copies of the LPI-Self and LPI-Other, as well as an article
providing technical information about the instrument and its
psychometric properties.
If we can be of any further assistance, please do not hesitate to
let us knovg,— >Best wishes in your research efforts.

Cordial'
Barry
Managing

er, Ph.D.
irector

I understand and agree to abide by these terms:
_____________________________________ Date:
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Dear dean:
The purpose of this correspondence is to request your
assistance in a research study. Currently, I am a doctoral
candidate in the Department of Educational Leadership and
Policy Analysis at East Tennessee State University.
Specifically, this study is being conducted concerning
the relationship between the self-perceived leadership
behavior of deans and leadership behavior of deans perceived
by department chairpersons. The purpose of this questionnaire
- the Leadership Practices Inventory-Self - is to collect data
from academic deans concerning their self-perceived leadership
behavior.
I would be most grateful if you would take a few minutes
of your time to complete the enclosed questionnaire and return
it in the stamped envelope.
Please be assured that all
responses will be held in the strictest confidence.
No
individual responses will be identified but will be reported
only on a group basis.
Questionnaires are coded only to
identify non-respondents in the event follow up letters are
necessary. A speedy response would be much appreciated.
Thank you very much for your cooperation.
Sincerely,

Zhi-lin Xu
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Dear Chairperson:
The purpose of this correspondence is to request your
assistance in a research study. Currently, I am a doctoral
candidate in the Department of Educational Leadership and
Policy Analysis at East Tennessee State University.
Specifically, this study is being conducted concerning
the relationship between Leadership behavior of deans
perceived
by
department
chairpersons
and
their
job
satisfaction.
The purpose of this questionnaire - the
Leadership Practices Inventory-Other and Index of Job
Satisfaction - are intended to collect data from department
chairpersons concerning their perceptions of leadership
behavior of deans and their job satisfaction.
I would be most grateful if you would take a few minutes
of your time to complete the enclosed questionnaire and return
it in the stamped envelope.
Please be assured that all
responses will be held in the strictest confidence.
No
individual responses will be identified but will be reported
only on a group basis.
Questionnaires are coded only to
identify non-respondents in the event follow up letters are
necessary. A speedy response would be much appreciated.
Thank you very much for your cooperation.
Sincerely,

Zhi-lin Xu
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